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Foreword 



Thr N.i^tioiial In.stilutc of Kdiuaticin (NIK) w.ts 
estahlishcd in 1^)72 to sup[)()rt the policy of the 
United Stales to provide every [)erson an equal 
opportunity to receive an educilion of high qual- 
ity .regardless of ra( c, ( olf>r, religion, sex, national 
origin, or so( ial elass. 

Toward that goal, the NIK sponsored a National 
Clonfereiue on Schools and AfHrniativr Aetion dur- 
ing November 1974 in Alexandria, Va. The objec- 
tive was to provide an opportunity for dialogue 
among three groups that are crucial in the delivery 
of quality education for all learners^- teacher prac- 
titioners who work daily to provide quality educa- 
tion, staff from State departments of education who 
represent the front lines of suppf)rt for educational 
programs, and Federal ofTici.?i)s whose activities 
must support and ext("nfl the efTorts of State de[)art- 
ments and f)ra( titioners. The ronfereru c foe used on 
con(ef)ts of affirmative action in educational [)ro- 
gratns and .dso on^ifTirnialive ac tion in eniplovrnent. 

A monograf)h on (*f]uit\ in educational [)rograms 
was clrvrlo[)(;d for the conference. Ware than 1 ,000 
copies of. this nion()i^a.tf)h were distribuied in 2^) 
Statrs for training teacher and State clef)ar trnent 
St. iff in fan [)olicies and pr«!c tices reLjardinLj sex and 
race in schcM)ls. It .dso has served as resource mate- 
rial in the Slate legislatures for dev c*lo[)int^ retjul.i- 
tions .uul laws f.u\'elecl at program and em[)lo\- 
men( equilv.^ 

In earlv 1*)7^). the W'onierrs Program SlafT of the 
U.S. Office of t;duc ation 'TSOK^ su[)[)c)rtecl sliirht 



revisions m the conference monograph which re- 
sulted jn this (nouogra[)h. It focuses on education 
agencies [)rovicliiig K-12 services; hc;wever, the 
[)rinc i[)l(*s can [)e a[)pliecl to postsecondary institu- 
tions. Programs for Kduaational Equity is irrtended 
lo provide tec hnic al >vVi^ort to the schools in their 
implerTienlation of title VI of the Civil Rights Act 
of 1964, and title tX of the Educational Amend- 
ments of 1972. 

Given the mission of the^..iyiE to further equity 
in education and the mandate of the USOE to pro- 
vide technical assistance in implementing regula- 
tions that concern program affirmative action, it i.s 
fitting that the NIK and USOE join in conveying 
Proiirams for Educational Equity to the American 
education community, 

We thank our colleagues in other Federal offices 
and agencies who prrjvided comments on both 
manuscripts. Tp the amhors, Shirley McCunc and 
Martha Matth\ws, v\/ are especiallv indebted. 



Joan K. Duval, Ph.^D. 

Direc tor, Women's Prograrh Staff 

I' S. OfTuV of T'^ducation 

June 1075 



Sarita O. Schotta, Ph. D. 

Senior Associate 

National I;istitutc of Education 
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Introduction 



The trrni ".ilTirnn(»i\(* :i( tion' fir^l ciitrrcd the 
v()( af)iil.ir\ of most, cilijc .ilor^ .is j Ljt'rH'r.il rcfrr- 
rm.c to (orrr(li\(' rtuMMiirs for rcdiK iii^ i.kc and 
sex (lis( riiiiiiiatioi) in priv ate (•ni[)lo\ tncril. Vhr 
pass.ii^r of si^infj( anl 1 V(lcral laws in M)7'J, how- 
ever, made afTirrnal i\ c a( li()n a \ ital ( oik crn foe 
educators an<l [)ersons wilercsU'd in equalilx of 
ediu .itioiial 0[)[)C)rtinnl\ and cniplox nienl. 

I'his legislation makes < \pli( ii the responsi})irit\ 
of ihc edu< aliMn ((»rntnuni(\ hoth [)uhlii and [)ri- 
\'ate ) to pro\i<le .md to maintain [)ro^rams and 
instituti(nis vvfutfi observe and sn[)pf)rt l)asi( human 
and ( i\ il rii^fits and priiu \p\c^ of nondisf rimination. 
The print i[)les arti< ulated in these lavis li.rvc 
evolved from a J(H)-\ear refmement of basic (Con- 
stitutional u;u.irantees as d<*fined through Slate and 
Federal. VNtatutes. Ie^is|.iii\ r histories, .md jiHlit iai 
derisions. 

The term ''afTirmai i\ e attion" is ( urrentb rised 
in at least three wavs: 

1. In its broadest (ontext. the term afFirmatlve 
action refers to the (onrr/}! that dis( rimination in 
rmplovment m.i\ be efTe(ti\elv eliminated onlv 
throuc^h the s\s(rmati( identifit ation and modifu a- 
tion of institutional striKtures that maintain and 
perpetuate iTiequalitv. 

2. As used bv the Feder.il CJo\ernmnit, afTirma- 
ti\e a(tion refers to emplo\er iiiitial1[THbe\el()[)i]U'r]t 
of a srt of spe( ifu result-oriented \Toro( edures to 
ensure tliat job ap[)li< ants and eiHplo\ees ;ire 
treated without 'pec^ard to r.u e. ( olor. reli^on, sex, 
or n.ition.il oricjiiv Vhc term usiialK implies attion 
taken to ox errome the efTet ts of conditions whir h 
have resulted in limited participation of , minorities 
and women. This a( ti\ilv. ( orrectlv lab(ded "affirm- 
ative action." is distint^nished from corrective or 
remedial a(tion, whi(h is taken bv institutions or 
acfencies as a result of the identificatit^n (ff dis- 
crimination throiif^h required institdtional self- 
evaluation or when mandated after a formal findin<^ 
of discrimination hv a Federal f^r State ac^encv or 
court. 

3. A (general usaEre of the term refers to the 
methods nr terhnnlmiy bv which specific result- 



orieiKetl piotedures aimed at the identification and 
( orre( tioi) of dis( rimination are developed and 
applied. 

Amont^ these three ( ale^ories the manner of 
imtialion of m lion and the scope of activities vary 
a((ordinu to the re(|uireMienls of the situ.ition; 
howescr. the le( hnolot^s is similar whether the 
a(lM)ri IS afTirmati\(\ (()rre( ti\(*, or remedial. 

In this monoi^ra[)h, the term affirm. ili\T action is 
used in the Litter s^n*^e to refer to'^thc technoloc;y 
whi(h rua\ be used affirmativeh'. correctivelv, or 
reniedialb. It is throuc^h the applicatioji of this 
te(hnolo^\^ that proi^rams for educational equity 
tna\ be a( tuali/ed. Although the term i.s {Host fre- 
(pienlb used in referen^^T to employment affirma- 
ti\(' action, it will also ht* extended to describe the 
s\strmati( af)[)li( .ition of similar concepts and pro- 
cedures to the identification and remediation of 
soiirtjcs of discrimination in the educational pro- 
eram of an at^enc v or institution. In this sense, 
^ the methodolot^v provides a procedure foi; instfliK^' 
tic)nal self-evaluation and the initiation of^ correc- 
tive .i( tions. 

AfTirmatixe action beti;ins with the development 
and implementation of a plan which provides ji 
riic'twPiisrii and procedures for ^a) s\stematie 
idermfif ation of sourc es c)f discrimi-nation in an 
* emplovment s\stem, ^h) specification of corrective 
^nea'^ures, and ( c ) the development and mainte- 
nance of prc)cecliires for onG;oinjG; monitofinc[, evalu- 
atic)n, and modification of that plan. An affirnla- 
ti\'e action plan is a set of specific and result- 
orienled [)olicres, guidelines, and procedures which 
commits an emplover to apply good fahh efforts 
to eliminate and pre\-ent discrimination and the 
c urrent effects of past discrimination. 

Perhaps no term has as inany .connotations as 
"affirmative' ac tion." Some civil and numan rights 
activists describe it as a "cop out" method for pre- 
tending to deal with the problem of discrimination, 
as an inadequate stra^^gv for change, or as another 
delav'ing tactic. To other individuals it renrescn^s 
"rev'erse discrimination/' "quotas" in emplovment 
or admis,sion, or an imtitutionalized system of 



prrfrrniiMl Irrairnrnl Siill othrpi view affirm. itivc 
actiori as a potrntiallv cfTrclivr nirlluKl for rrform- 
im^ rdiK atiorul rm[)lovmnU [)()li(tp5; and programs. 

rndrr Kxc(ulivr Order 1124-^1 .dl I'rdcral ron- 
lra( tors .irr rrqmrctl to obscK'c* nondis( rimin.ilory 
rmplovmrnt politics; rhosf holding contracts of 
$^)0,()()() or more ;irr rrqiiirrd to develop afTirnia- 
tive action plans for erTi[)lovmenl. I'lirlhrr, Federal 
ae^eiK ies are provided the authority U) monitor and 
inxesti^ate Federal contractors for [)ossi|)le clis- 
t( rimmation against minorities ,md women, A [pro- 
cedure for filing cc)m[)laints at^ain^si ^ onirar tors hv 
ai't^nexed iridividiiaU is spec if'ied. 

'Fhe first impact of ihis'^yrder and the introduc-- 
tiori of afTirniative and c orrec live>f\c lic)n ccnuepts 
into the "educ alioual communitv Ir^an in the late 
1 n()f)'s witfiin higher education irisVtutions holdffit^' 
Federal (ontrads. Mthout^h afTirmatixe action in 
Mhe f)ri\ate sector had been lart^elv directed tow.-.'rd 
f)rovi^lin^ equ'.ll em[)lovmeiil opportunities for 
Blacks and other minorities, .i primarv impetus for 
affiruMtixe action in higher education caiTie from 



women's groups. More than 300 complaints of sex 
discrimination were made ajG^ainst variojus univer- 
sities. As. a result, institutions of hijsjher education 
■^jjV^an to Aindertake corrective and affirmative 
ac tion. 

Additional pres.su re w.ts bnoujGfht to bear on 
education.il institutions and local education apen- 
c ies with the pa,ssajGje of antidiscrimination statutes 
in 1072 This le^isl.uion provided a bjtsis for affirm- 
ative .iction in loc.d education ajGjencies as well as 
institutions' of hipjher echication. 

\t present, the technique of afTinnative action is 
a practical, equitable method of confronting dis- 
c rimin.ition found in the employment practices aiKl 
policies and the educational proj^ram practices anar^ 
policies of educational institutions and agencies. 
This monoi^r.iph provides additional nliaterial about^ 
rhe basis and evolution of afTinnative action, the 
elements of . affirmative action plans, and specific 
information that will assist in the development of 
pl.ins for vour institution or cfistrict. 
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Origin and Foundation of Affirmative Action in Employment 



Many l)rlic-vr thiit affirmative action as a tool 
for the attainment of equal eniploy.ment oppor- 
tunity is of rc(ent origin. The bcj2;innings of this 
concept, which has now become an integral part 
of personnel management, however, may be traced 
ba(k to the 194()'s. Affirmative action hi\s evolved 
from 'numerous attempts to eliminate discriminati6n 
in Federal emplo;vinent and Federal contracts. At 
present, six lM)dies of law and precedents support 
affirmative action in employment 

• Federal executive orders 

• Federal antidiscrimination laws 

• State antidiscrimination laws 

• Judicial decisions 

• Laws regulatinii: collective bargaining agree- 

ments ' " 

' • Institutional policies prohibiting discrimination. 
The relrv*m( e of one or more of these to a specific 
*instan(e is determined b\ ,i.numl)er gf variables. 
The following se(tions ciisius-; each of these laws 
and precedents in order to provide a general frame- 
work fc)r cc)nsic]erin^ affirm. itive iiction. 

FEDERAL EXECUTIVE ORDERS 

/ ...... 

"I he origin of efTorts to reduc e discrimination in 

emplo\ment are found in Federal exec utive orders 
prohibiting discnirnination in companies holding 
Federal contracts. Black ci\il rights leaders worked 
for Years to move the Federal Government toward 
a pc^licv,of nc)ndis( rimination. The first executive 
order f)rc)bibitmg dis( rinunation was issued liy 
President Franklin D. Roosevelt in Jupe 1941. 
Suc c essix e orders *.ittempted to strengthen and ex- 
tepd cc)\erage of the prohibition against discrimina- 
tion. Table- I provides a chronology of executive 
orders and sunimari/.es theif evolution. 

The first executive orders \vere general pro- 
nouncements prohibiting* discrimination in the 
selection and hiring of employees. Ancillarv j^er- 



so)incl policies and actions were gradually added 
;is it l>fcamc' apparent that the initial ordca had 
limited impact. Original pflorts to prevent dis- 
crimination in employment were based on an 
.xssumption that simply opening of employment 
opportunity in hiring would eliminate discfimina- 
tion! 

By the 19G0's it became clear that discrimination 
wiLs deeply imbedded in the social structure of our 
society and change would not occur without more 
deliberate commitment and.,8pccific action. 

Thus, by 1960, the view was developing that 
passive nondiscrimination was not enough: 
Discrimination, it was recognized, could exist 
and flourish in the simple absence of pKwitivc 
or affirmative action** 

In 1961, with this recognition, President John F. 
Kennedy issued Executive Order 10925 which pro- 
vided both penalties for noncompliance and a sub- 
stantial budget for enforcement of the order. 
Affirmative action no-w had its mandate and re- 
quired ccintractors to actively rec:ru/7. minorities to 
fill positions. Executive Order 10925 was also the 
first order with ^ipccific enforcement provisions. 

President Lyndon B. Johnson's Executive Order 
11246 expanded the requirements , for affirmative 
action. It established the Office of Federal Contract 
C-onipliance (OFC.C) in the U,vS. Department of 
Labor which was to provide an experienced corps 
of Federal employees trained in the implcmcnta-, 
tion of affirmative action.' ' 

In 1975, we find the OFCC conttinuing to tighten 
and strengthen compliance procedures'. Gradually, 
a technicqim for developing affirmative action plans, 
monitoring such plans, and investigating compli- 
ance is being elaborated. For example, Revised 
Ordf'r 14, issued in Mav 1974, provides an outline 
pf the requirements for work-force utilization analy- 
sis, a critical procedure for developing eflfcctivc 
affirmative action plans. 

At present. Executive Order 11246 as amended 
b\ Executive Order 11375 serves as the primarv 



^Affirmative Action The Vnrrnhtni Cnnl \\ .i«lun(ftMn T)ir T'.>t».mnr In«titiitr '1nr . 1971. p. 7. " 

'OFr.C * rr..|M.fi«i»«ililv ('It ilir rnlnrcmrtit «f F.SffiHivr Or.Irr 1 1216 wH)iio • •hirnlionnl npcnrird «ntl mtt itiit ion* i« ilf OfTirr Ur Civil Rlffhtt. 
nrp«,tmrn1 of HF'.W 
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Table 1 



r 

Chronology of Federal £xetutive Orders * 



Measure 



RequireiTV}nt/ Action 



Date 



I Executive Order 8802 

Pres. Franklin D. Roosevelt 



2 Executive Order 9346 

Pres. Franklin D Roosevelt 



3 Executive Order 10308 
Pres. Harry s, Truman 



4 Executive Order 10479 and 
Ordor 105S7 

Pres Dwight D. Eisenhower 



5 Executive Order 10590 
Pres. Dwight D Eisenhower 



6 Executive Order 10925 ftnd 
Order 1114 
Pres John P Kennedy 



7 Executive Order 1 1246 aftd 
Order 1 1375 
Pres. ^Lyndon B Johnson 



B Executive Ofder 1147B 
PrPs Richard M Nix6n 



9 Order No 4 and Revised Order 4 
tor Executive Order 11246 



10 Office of Federal Contract Comphancp 
TjUidelmes for Executive Offder 
11246 



[1 Revised Order 14 for Txecutive 
Order 11246 



' TstafJtshed a Committpe on Fair Employment Practicrfjs to 
(nvesti/.,Mte dtscnmi nation complaints aKamst compan«ies 
hoidinn defense contracts 

Expanded Committee's junstJiction to "war industries" and- 
sppciliod contract clause of "nondiscnmrnation m hire, 
tenurp. torms or conditions of employment or junion 
membership m all Rovernment contracts " 

Established Committee on Government Contract Compli- 
anc.c to investigate complaints and supervise the actions 
of aKoncies responsible for nondiscrimination m Federal 
contracts 

Fstablishwd new Governmeat Contract Compliance Com- 
mittee chaired by Vice President Expanded nondiscrimina- 
tion ot) ligations tt»e employer to "employment, up- 
KradifiK- demotion or transfer, recruitment advert ising; 
layoff or termmc-ition, rates o* pay and other forms of 
compensation and selection for training " Employers re 
quired to post notices of obligations. 

Established President's Commit-tee on"* Govern naent Employ- 
ment Policy whioh became involved with training and 
motivahon of minority group workers 

Established President's Committee on Equal Employment 
Opportunity which was made rpsponsible for- e 1 1 rtliSS^ i n g 
Oisc.nrnination m Federal Governmenl employment. First 
order with enforcement provisions. Extended authority to 
federaify assisted construchon and fjrovlded for contract 
debarment for noncompliance. EO 1114 extended coverage 
to discffimination on the basis of sex. 

Assigned contract compliance to Secretary of Labor, who 
established Office of Federal 'Compliance. 
Required that all contractors (over $10,000) take affirma- ( 
tiVR Action and required that such action cover all of 
contractor s operations. 

Executive Order 1 1375 amended EO U246 to prohibit dis- 
crimination on the basis of sex and included affirmative 
artion to ensure hiring without regard to sex Specified 
nondisr nmtnotion m omptoyment, upgrading, demotion, or 
transfer, recruitment or recruitment ' advertising; layoff or 
termination, rates of pay or ottier compensation; and 
selection for training. 

Amended EO 11246 by pf'bihib^itmg discrimination based on 
race. sex. color, religion, or national origin in Federal 
employment. Directed executive departments and agencies 
to establish and rnamtam affirm'ative employment pro 
K'rams 

Emended specification of requirement's for affirmative 
rff.tion plan and penalties and procedures for noncorfi- 

p ! I a n c ft 

Spec t tied retjuirements for affirrtiative action which in- 
cluded identification and analysis of "problem ^areas," 
presf ribed use of goals and timetable?. Detailed penalties 
and procedures for noncompliance 

Further specified . requirements for fln affirmative action 
plan, procedures for noncompliance review, and citizpn's 
access to information. 



June 1941 



May 1943 



August 1953 



September 1954 



January i-oss 



1961 



September 1965 



October 1967 
Effective 1968 



August 1969 



1970 



Dec^mTjer 1971 



May 1974 
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(()\cr,}{iv of th()«NC r(luratif)nal <iLjrruirs and in<;titu- 
ti?)n*^ that rr(ci\r Frflcral foritrarts. "^riir provi<;inns 
of thK f'\r(uti\r ordrr ar(^ a^ fallows: 

Executive' Ordei- 11246 ^ 

as amcndrd hv FO lI 'U.^ 

K\rruti\'r Order 1 r'46 prohibits employment 
di-irrirtiiiiatiori on -the ha.sis of rare, color, relie[ion, 
nation. d f)rif?iri, or sex in agencies or in>;titutions 
'with Federal rontrarts of over $10,000. The term 
rontnut i- Interpreted in the hroad sense to inrlndr 



sf)-ralle(i "grants" that involve benefit to. the Fed- 
eral Ciovernmrnt. Institutions covered under the 
executive ordef must oKserve nondiscriminatory 
praf tires in hiring, discharge, promotion, wages, 
benefits, training, and all other conditions of 
employment. 

In addition, institutions with Federal contracts 
of $50,000 or more and 50 or more employees arc 
re?p|fced to develop written affirmative action plans 
with numerical goals and timetables. Although the 
contract mav involve only one organizational unit 
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of an agency or institution, the afTirniativc plan 
must cover all (Mn[)loyecs of the institution. 

F.nforcemeru of this cxc( iitivr order and basic 
policy decisions sterTUninc; therefrom are the re- 
sponsibility of the OfTu e of Federal Contrat t Com- 
pliance (OF(X^) of the U.{S. Dcpartincnt of Labor. 
OF(Xl has designated HKW as the agency rc- 
spoasiBle for the enforc^'ment of the regulation 
as it affects education agencies or institutioas. 
('oniplaints* gf x iolaticnis of this exec utive order 
tTiay be made to: 

()frice1/5r Civil Rig.bp^ 

l^S. f)epartnient of Hr.ilth. Fducati^)n, aud 

Welfare 
Washingtcuu D.C. 20201 

or to a regional offic e of HKW. ^ ' ' 

Complaint^ ma\ })e fdcci under the executive 
order h\ indivi.du.ds or by groups or organi/.atinns 
on behalf of a c lass or group of employees, such a« 
racial or ethnic minc)rities or women.,, T^ie strength 
of any co^rlplaint is inc reased when it can be doc'u- 
mcnted 'that the disc riminntion is a cootinuing 
action against sue h a group or cla,s.s. 

F.niployers ('overed under the executive order are 
required to maintain spec ified record^to permit ^ 
determination (')f whether \ iobrtions have occurrecj;* 
HEW mav conduct periodic reviews of part or ;^11 
of an institution even when nc) violation has l^een 
reported. Pre-award reviews of institutions c)r agen- 
cies with contracts of ove r $1 million are* manda- " 
torv. 

When a complaint is filed, an investigation is. 
made. If a violation is found, the Cox crnnient niav 
force complianc e^ith the regulati()U i)v deriving 
issuance of new contracts, revoking c urrent con- 
tracts, and /of disqnalifving the institution from, 
eligibili'tv for future contracts. Rack pav rliav be 
awarded under the executive order to those em- 
plovees not so protected b\ other laws, 

The institutic^'n in\ol\ed is usualK i^ivrn the name 
of the person or group filing, the complaint. How- 
ever, the institution is prohibited from dischan^ing 
or discriminating against anv emplovee or job appli- 
cant making a complaint, assisting-an invc^tigatiopr. 
qr iristitutioi^ lel,^d action. Tin cstie:ati\'e procee^J^iiijs 
are kept confidpntial bv the Cku erninc nf . l>iit the 
institution .pffl'the at^^t^^rieved part v mav be di/- 
clo^scd. " 



FEDERAL ANTIDISCRIMINATION LAWS ^ 

Four Federal laws c^n^titute the primary em- 
ployment antidiscrimination legislation for educa- 
tion^d agencies and insthmions. These laws pro- 
hibit dLsqrimiriation in/recruitjnent^ selection, hir- 
ing, promotion, (Wiirpensation,* training, artd fringe 
benefits of employees. (Title VI of the 1974 Civil 
Rights Act, the first Federal antidiscrimination law, 
to cover education agencies and institutions, ex- 
empts employment and will be discussed in a lateV 
section on affirmative action in the area of educa- 
tional prograrVis. ) 

Title VM of the Civil Rights Act of 1964 

as amended bv t)Te Equal Employment Opportunity 
Act of 1972 '/ 

^ Title VII of the Civil Rights Act prohibits dis- 
crimination in employment on the basis of race, 
color, religion, national origin, or sex. It provides 
comprehensive prohibition of discTrimination in 
em^oymcnt and is the basis of a body of precedents 
and, 'litigation. Guidelines issued by the Equal 
Epfiplovment Opportunity Commission under tithe 
VII provide substantial specification as to which 
en),plovment policies and 'practices shall be con- 
sidered discriminatory. Judicial interpretation of 
title yil has further definecj both the nature of 
discrimination and tfie remedial actions necessary 
to correct discrimination.^ 

All institutions with 15 or more cmpje^ees, in- 
^cjuding State and local governmcnty school sys- 
tems, and labor organizations, a r(> covered uAder 
the amended act. Religious instittitions are exempt 
to the extent that they fn;>V give preference to 
emplovees of a particulj^r religion. Title VII pro- 
hibits all discrimioatorV practices in all conditions 
of enmlovment such as: 

■ Recruitmctlt, selection, assignment and tranjT- 

fer^ -lavoflf, discharge, and recall 
Opportunities for promotion 
. fn-scrvice training opportunities ^ * ^ 
' - Wages and salaries 

Sick leave time and pay 
Vacation time and pay 

rtime work and pay 
Medicab hospital, life, and' accident insurance 
Retirement plans and benefits 
Other staff benefits 




C'omplainls of disc riniinniorv employment .prar- 
ti((> tfi.it Mol.itc titir V'll arc made to: 

. f 

Kqual Kmplo\ merit (')p[)()rtunil\ (lommVsion 
'.HOI K Street, \\V. . 
Washiutxton, D.C. 2{m6 ' 

or t(j*a (listru t KK()(* offic e.* The (ompl'aint may 
])C initiated })\m "better oiitlinjnt^ the nature of*thc 
(()m[)laint .md documenting the charge if [)()ssi})lc. 
('nm[)laint ffjtnis will then [)e [)r(jvi(le(i hv the dis- 
trict f:p:()(: office, kkoc will Tiotifx tlae cmplovrr 
aL^linst whom the complaint was filed within 10* 
cla\s and m.ike au invesiijTation. If cli,s( riminatorv 
[)olicies or practices .ire found, Kf.(3(! will .jttempt 
informal ( on< illation. .Should this attempt fail, 
KKOCi or the l*.S. Attornex (ienrral n- .v file suit. 
\]\c a^eric-xcd part\' ma\ also initiatr a suit i^ 
action h.\< ruit been takefi.after obtaining a rii^ht-tn- 
sijr letter from 'KKOC'. The co*urt of' jurisdiction 
ni.i\ tlien c)r(lc'r sue h "Tu tic)ns as the discontinuance^ 
M unlawful [)rac tires, vapprcopri.ite rorrrctivr or 
remedial acaion. reinstatement of emplovres. ami /or 
the .iwardini^ of hack pav. ^ 

The rm[)lovrr is requirc-ci to 'maintain sprc ifird 
records relevant to the determination of whether 
possible \ iol,itions ha\e oc c urreci for a period qT 
vrars. In addition, a reporting form must be sub- 
mitted, b\ \m a\ ediu ati^n atjenc irs and institutions 
of hii^her rctudition. The form forJocal eduratlon 
a^enc ic-s, J\K() is submitted c\(^\ Oc tober. A 
similar rrportinc: form, KEO 6, will he required 
from ln^tiiulic)ris of liii^her education as r)f No\Tm- 
brr 197^). 

Persons or ori^ani/.itions frli^nc: complaints unrler 
title are identiricc|^ w hen the emplo\(T is noti- 
fied of the complaint. 7*he employer is prohibiie/l 
from cliv(har^in^ or disc riminatintj ac^ainst an erji- 
[>lo\ee because he^ or she has filrd a (omplaifit, 
assisted an investigation, or Inltfated court acr^)n. 
(!harc:es ,ire not made pulvlir bv R'KOC, nor is 
am r)f the c f)TK lliation [)ror ess cli\ulG[e(i. When a 
court anion becomes nec cssarv,'the iclentit\ gf the 
parties in\ol\ed bet fimes a matter of public record. 
T'he c oniplainant .\nd the institution arc not hound 
b\ the ( C)nf1clentialitv requirement* 

If a findiriLj of disc rimination Is mndc, required 
remedial or correctixe action may take two forms:. 
Mi <ompensntion for discrimination to ae^.ejrieved 
employers j c.et.. hack pay), and/or (2^) the identi- 



fication and modification of discriminatory prac- 
^.tic es and polic ics. 

Equ9l Pay Act of 1963 . 

as aMiended by the Kduc atic.in Amendments of 1972 
^ Higher Kducation Ac t) 

The kqual Pay .\ft prohibits sex discrimination 
in emplovee salaries anci fringe benefits. J^W workers, 
including those in [)rcjfessional, executive, a-nO ad- 
ministrati\'e posTtions in education, are currently 
covered bv the Kqual Pav Act. Ttie Act provides 
that a man and woman workint^ for^ the same 
irv^titution Minder similar (onditic)ns in fobs requir-. 
inc: substantially equivalenj skill, efTort, and respon- 
sibility must be paid equ.iltv. Job titles and assie^n- 
ments do not have to h^ identical. Bona fide merit 
and srnioritv svs^i^s that resiilt in pav difTerea- 
( tials are allowfAl. so lone: the systems themselv(»^ 
\(j[2J?iot (liscrimin\ate on the basis of race or sex. 

Eprrplovers are required to maintain specified 
recrtrds relevant to the determination of whether 
possible I iolat ions have occurred, The Federal Gov- 
ernment has the power to review all relevant rec- 
ords periqdicallv e\en if no \'iolation has'beeq 
reported. ' • " 

The complaint, procedure is relativelv infr)rmal. 
riomnl'iijnts mav he filediwith: 

Wat^e anfl Hour Division 
. I'.S Heprartment of Labor 

Washiimfon. T).C. 20210 ^ . ^ ' 

or to the nearest regional offrcr^of the Department 
of Labor. A cc)niplaLnt rtiav he made in „per*=?r)n, , 
bv letter, c)r hv telef)hone. The identity of tlie com- * 
plainanr i^ not revealed bv the*Govemment during 
. the in\ (jsti<:^ation prt^css; howe\er. nei.tlier the em- 
plover ndr the complainant is, bound by the con- 
ficlentialit\ requirement. « • , 

The em[)lovcT is fi;-st t^iven opportunity for 
\'C)liuitar\ c .oni[)liaric e with the law, .More than 
^V^) percent of all ' KP.\ 'iruesticjations are resolved 
quic kl\ in this manner. H" the employer does not 
'comply vc^Iuntarily, the Secretary of Labor or the 
at^^ri^e\ c-(l j)arty may fde suit. The identities-'df the 
employer and the complainant then become a, 
m.vtter of public record. The court may order the^ . 
enYployer to discontinue unlawful behavior, 
crease sala^es, and pay back' wages andjntercst. 
Kmployers arc prohibited from discharging or (dis-«? 



* S«»r opprndti for liMinjt "f difitr»cl ofiireii. 
" Se* a-ppirndii f-T F.EO S form. 
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crifniriating afaiMt any emploNce who has^nmde 
a complaint^'lussi^^lrd with a{\ iin cstiq;.ition, or initi- 
ated court proceedings. ' ' 

The. Equal Pay Act also prohibits labor' organ iza^ 
-tibns from causing or attcniptin,^ to cause em- 
pfeyers to ^di,striminate on^ the basi.s of sex. 
Com'jDlaints and suits may he filed against .'labor 
organizatioas that ^ i()late this pj?#)vi*^i|9n.- 

/ • •« • \ 

Title 'fX of the Educ^ation Amendments of 1972 
^Higher Education Act) , ♦ ^ 

Title IX states, "No person . : . shall, on the basis 
of sex, be excluded from participation in, be denied 
the benefrtjji of, or be subjected to dis(3:*iniination 

jindef any education program or a( tivit\ receiving 
federal financial assistance'' Title IX is patterned 
after Vhc rac e disc rimination prov isions of tjtle Vl 
of the 1964 Gnil Rights Act/' It differs from title 
VTs coveFage' in^ that 'It also covers prohibition -of 
disci;imin«ition in employment on the basis of sex. 

N^arlv all kJcaF edu<?ation agemcies and institu- 
tions of higher education are covered. Religious^ 
institutipas are exempt If a,ppl ic at ion title IX "^is 

, not consistent' with their religious tenets. Military 
schools are exerript if their primary, purpose is "to 
trail] individuals ► fc^r the U.S. milita/y service or 
the merchant ntarin;e. 

. Complaints, of sex -discriinination in educational 
progratTJs or educational emplovment . should be 
made lo: . ' ' » 

for Civil Rights* 
U.5>. Department o{ Health, Education, i^nd 

'Welfare ^ ^ 
Wa.shin^ton, D.G. 20201 v, 

or to the nearest region^al/HEW ofTice. If possibly, 
complain^^m.s ai'e kept confidentia-1 by the Govern- 
ment. T!he institution and the complainant are not 
rcqinrcd to maintain confidentiality. 

^Thc regulation for title fX has been sigrted by 
President Ford.' It went into eflject July 21, 19^ 
after congressional- review? The regulation pr^fndts 
general jprohibit ion of sex discpimination^"'*«mploy- 
ment. It is unique i^- that Ir^stitutiions And-agencies 
af'e^required to carry out self-evaluation of poliere.s; 
practices, and the effects thereof concerfiing admis- 
sion of students, trczitm^nt of students; and emplpy- 
mmtvof both ac^tdemic and nbnacademic T)ersonnel/ 
within 1 year of th'ie, effective date of t|ie-te^t?iiMTonv 
If digcriTTiination is identified, policies atid practices 



must be modified' aad appropriate rcnacdial..sl*eps 
nuist be taken (jo l^rtminate th,e effects of any ^fe^- 
( rimination which, resaltecl fa^m these policies and 
practices^ • 

Institutions must'maintain records of such m'odi- 
fications and actions for 3 years. Although afTirma- 
fcive miction is hot required under Title IX, a recipi- 
ent may take! affirnpative attion to ' overcome the 
effects of conditions'which have resulted in limited 
participatiorr bf persons of a particular sex. Many 
of i the techniques 6utlined in this monognaph arc 
applicable^ to the cond-uct of institutional 'self- 
Vvalucition ancl the institutions of corrective action 
a< required, under the title IX rcgulatioi^. . 

1 he (i/)vernnient may, force an agpncv'^or mstitu- 
tion to complv" with title IX by deferral of new 
funds pending l^earing by HEWs revoking current^ 
funds, and /of disqualifyin^g the" institution from 
clic^ibilit.v for futtu;:e funds after hearing. In certain 
^cases/fiEW maV also ask the Departitient of Jus- 
tice to bring suit. s^*** - / 



Title VII (Section 799A) and Title VIII (Section 
845) of the Public Hedflth Service Act v ? 



\ 



Titles yil and VIII of the PuBlic ^ealth. Serv- 
ice Act state that institutions^r^feeiAHng,- Federal 
/unds under ' this Act for their health personnel 
tijeiining programs may riot show sex discrimination 
in admissions or jri employment practices rela|^ing 
^o employees working directly \yith* applicants or 
students, .Every" institution receiving or benefiting 
froiru a grant, loan guarantee, or interest subsidy 
to its lY*alth personnel training programs or reteiv- 
ing a contract under title VII or VIII is covered. 

Complaints of title ■ VII and Vril vioiatriqns 
should.be made to: 

.Office (at Civil Rights " 
U.S. Department of Health, Education, and 
Welfare ^ * . 

\ Washington, *D-C. 20201 

or^to iht ilearest *egionyal HEW office. 

Schools of me^dicine, osteopathy, dentistry, veteri- 
nary medicine, optometry, pha^rmacy, podiatry, 
public health, allied public health personnel, ^nd 
nursing are specifically mentioned in tho legisla- 
tion. The intent of the legislation is to break down 
the institutional barriers that restrict the participa- 



*'Tliit Act will be ditcuHod in a aubfliiuent tactioi^ qA afHrmative action in r^cational proframa. 
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» tion of both inalcs ;in(| females in arras tr;i(litlon;vllv 
dominated 1)\ one sc?|. ^ "7, ^ 

Rei^ulafions for tli<-j rnfnK rnicnt of the l.'^vvl7nTo* 
r)ot J)rcn finali/cd. In s icw of tHc [)r^( odrntV (Ics rl- 
opcd through othc/ jiintidist rijnination. legislation 
' the j>rfir, 



owirii^ pro(C(li 



res inav he 



int^( i[)atr(l. 

The Veder.d (io\ crmnent in.iv jn\\'vti^,at' Vc'Jut a- 
tional institutions periodically a^^ well as in response 
\e ( asrs. .Onit.syof the. institu- 
[)ersf jiu^-el tfainin^ [)ro^raijK 
d"ire( t l-'ede^al assistant e nia\ 



to ( omphiint**. In sor 
• tion rcl.itcd to health 

whi( h do ncft re( ei\ r 

aKo Y)c in\ esti^c:at<;d. 

When ( ()tn[)laints '4re re(ei\ed, t'he identitv of the 

( oin[)lainarit will he Kept ( onfid^cuti.il ^f possible 
, Neitfier the irtstitntioi nor the ( oniphiinant will- be 

required to m.iintaiii ron&dentialit\ . The insiitlition 

vvF-ll be prohibited' fro ti dlsch.nuin^ or dis(riminat 
* ini^ atrainst .liiwMie iftakiny a r^')nipl.iint. assisiinir' 

^n irH.•csti^,^■ltioI1, or ilstitnti^nc: prO( eeciin^s. 
* If. upon review 'or- |nvesti^ati/)H?^(^ deterniined 
^that an iivstitutjon maintains disi r innnato?3^-u^ra(*^- 

trres. the FrdcT.ii rr|>\ernnwnt ma-v llvfvr h'^vv 

awards pendincr bearliij, re\oke ( nrrejnt aVards.^- 

.ind ^>r discpjidifx the ilisPitntion froiti elieil)ihl\ f(ir 

future awar(ls after- a hiariric:. 

*** ■ ^ ' * 

STATE .ANTIDISCRIMlllATION LAWS 

State'laws are t\ pi( allft i(|eni ified as fair ernplov 
nient'pr.u ti;( e I^ius, mmX nlu.dK prohibit disc rimina- 
tion on thjr basis nf xm\ color, national or^uin. 
reliction, sex. and aije. Thmren states al'so -prohibit 
disrriniinatiriH of, handif appea persons. 

The first Statf^ fair ('m[)Io\'inent *|tfarti( e luw was 
passed in New York in 1^4 a. Xhr NeVtv.york i>w 
is siirnifirant in its eomprehensl\'eness ;* a ^rYj8rjt^\' 
of the '^f) other ( ompre}msi\ e State fair erfijilov- 
^mcnt laws .ire patterned after this 1.iw as vvas ^he 
I Vd(Tal (a\ il Riidits A( t of Several Stales 

h.i\c weak ?)r more limited leirislation.^ 

Most State a(ts establish rommi'jsions for fheir 
'en^forc^'ement. Tliese rfvmmissions are g^enerallv com- 
f)osed of \ t(^ 12 ( DnuTiissionrrs, usiraiiv appointc/i 
b\' the Ciox ernor, with lee^isiative approval. 
^ Rather standarcii/ed prwredures ha\'e been devel- 
oped for the fdinc: ^^f than^^s or the initiation of 
disrr^nination ( ornpl.nnts; Most laws reqmre that 



an indis kbial or reprcseri tine:' attorney file written 
/Jlii^t^'P^with'The eornmissKmrTA frw-of^the more - 
- [)ro^iessi\-(' State laws-iallow commissions to iiTithi^^^ 
actions ^ipon U-arninc: of diseriniinatory priuti(cs, 
' After a ( orn[;laintj)r charge has be(Mi filed, a (om- 
miss-ion irnesti^ates the of^)m plaint. A c-onferenc^ 
in.i\ he (TdLcd b(itw;een tlie involved [)artics. l-'fTort 
is rtiade to re(i()n(ile difTercnc es l^etween tlic parties 
without resorting to lei^al ?i( tion. If. this faiN. the 
(oinmission rnay fvrder a publir administrative 
hearin^^^ ; /. 

h)nrini( the hearinc: phase of the complaint pro- 
cess, the commission has the power to ksuV sub- 
[)oenas and launch a full-scale investifijation. If a 
finding f)f discrimination is ma(le,'?the commission 
has the [)owrr to issue (case and desist orders. 
Pro\isions ar(" usualb made to order hiring^ or 
rein^laterrtent of an emploxee with or without back 
prt\, arWh— in sgrne instances damages may .be 
awarded. ^ 

riie Hear, f)rohibition of eViployment discrimjna- 
tiffu in a i^rowinc: bodv of State laws provides 
'rM4;^)ther basis for afTirmatixe <iction. .\n emere^in.^ 
^ trencl is^t+K' .^jassac^e. of State lee^islation specificallv 
refjuirinej afTinTiat]ve^''7M*Uon in education institu- 
'tif)ris ahd agencies. Such laW's .|?fT)v-idc^ {greater in- 
\ol\cm(;nt of State ac:encies in the enform^Tt-Rt^a^ 
1 morut(»rrnir /)f affirmative action plAns. In addition, 
a rnimber of State ree^ulatorV ae^encies; e.e[., State 
def)artment*^ of education, have dexrloped adrpinis- 
jLra1i\i' requirements for affirmative ^ction.* 
jif - , - , ^' y ' ' 

JUDICIAL DECISIONS 

Judi( ial fnt(M^'jprre>taJLions of title VII* and relaXcd 
*fVcler?4v laws have elfte^jded the * principles of' 
affirtiiaJLive actTrtu, The courts" have {generally rc- 
quirekl '(lorr^cOvT a<*^ior^;J[fom all emj^loyers when 
fuidiri^s of dis( riiTuna'tion ^uiw^jieen made. Some 
of the kev comepts that havc.,estabU^|ied precedent 
for (orrec ti\ e nnd affiriTiative action are: 



Discrimination Against a Group or Class 

I^nployment di^rrimination, .by definition, is 
c\a\s-xv'\de di.scrimination. Where it is found, 'ajrtion 
to eliminate it musft apgly to all members of the 



S. /- f.,*. |J^, F ^ ritamp.u'^f nn<I Jnnr fT I.rrnT, Fqurjl Km pfovmrnt Opportu 

* "-r,,!, , wlii-l, pfonfK r-«)M.rr nfCtrw.yi \f MiMinrt hv »tiiru>r inr|ti(].' MjuiIp. 

Orrp.M mil W .i*l)mi'f<.n vinnl.irlv require iho He vrlopiifnt nf afTnmativp art ion, 
«»*V<T->1 qclWtf i.>n,il St.ifr* 



nit\ r^lrr Frdvrnt nni{ Sfatr I.arvi : A Cuidf in J,au<f and Orders Prohibiting 



Vf<p«nrJin«r»«»t«» nni) N»>w Jer' 



V. AflmtniMrnlivp rpuian«|l»nd (ti CnHfomji!. Tdnlio, 
Rplfil<'f1 flrHonn nrc now under rondHlcrdUon In 
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»'afTr( ted ( l.iss** to v\hi( U .ui iiulis idihil ( ()rn[)Lunant 
brUfntis. The (l.i^s (list i iniiii.il uyi (()ruc[)t luis hccii 
})r()a(lU iutrr[)rctr(l li\ llu* (.^uirts.' 



Employer Intent 



It is the i (mst'fiUf fUi s of the cniplos nicnt [)r.i( - 
ti((\ not the intent, v\hi(h (IctcTitntu's wlictluT (fis- 
criniiii.itivon requiring rcriu'di.il action exists.'" 

An eniploxnicnt [)r,Hti(c or [)oli(\, howcvrr 
neutral in intcrU and hovvcxcr fairl\ and ini[),irtiallv 
adrtiinistrrrd, whi(h h.is a **dis[l!initr efTc( t'* on 
nirmbrrs of a '^protected ( lass** ' those groups spr( i- 
fied in the law ) or which perpetuates the efTec t of 
prior disc rimin.itor\ prarti(es, constitutes unlawful 
'\ discrimination unless it is proxed that" su( h policv 
is compelled h\ *'})usin'ess necessity** " ''^ .ind/or b\' 
' vidid.ition of tests and o'ther selec tion procedures. 



^hat is required ... is the removal of arti- 
ficial,. arbitrary and unneccs.sary barriers to 
,eni[)lc)\nierU wlien the harriers operate in- 
vidiousK to discriminate on the b«'Lsis of racial 
or other impermissible cla.s.sification.^^ 
The b.irriers that were identified by the vSupremc 
(!c)url and many other courts include various prac- 
tices and [)C)lic ies of rec ruitment, selection, place- 
ment, testing, svstems of transfer, promotion, senior- 
lines of progression, and many cjther basic 
terms and (onditions of employment. 

Judicial decisions rei^Mrdinc: numcrou.s issues 
[)resenll\. beirm Titi^ateci' in the courts 'will contmue 
to spec.if\ -the c oscraue, procedures, and require- 
ments for corrective and affirmative action. , 
A 

LAVyS REGULATING COLLECTIVE 
BARGAINING AGREEMENTS 



Deiermlnation of Discrmihation 
• J 

tatistics, such as ,MG:hlv disproportionate repre- 
sent.\tion t)f minorities or females in anv job c lassi- 
fication in relation to their presence in the popula- 
tion or work force, constitute stronc; evidence of 
discriminatc:)ry practices. Where such 'jtalistics 
exist, the burden of proof is on the emplover to 
show that they are not the result of overt or institu- 
tional discrimination. 

The concepts conveved in these judicial decisions 
provide the foundation fc)r affirmative action. When 
\ statistical survey shows that racial and ethnic 
minorities %ind females are not participatinEi:* in an 
institution'*!. or ac^encv's work force at all levels in 
relation to tfeeir presence in the relevant labor pool^ 
• the^burden cff prc)ofifr-cm the empT^y^er to show that 
this i^ not 'the result ol dis^'rimipation, however 
inadvertent. 

The emplover is not required to hire unqualified 
personnel or to impose quota systems to achieve 
proportional.statistical representation. What is re- 
quired is* the demonstration of c^nod faith efforts 
to ensure true equalitv of employment opportunity 
reejardless^of race, color, national oric^in, or sex. 

Judicial interpretation of the requirements were 
summarized by Justice Burger: 



'The prim.irv experience ^^ftse cON'criu^ the con- 
duc t of emplo\ers and unions or barejaininc; accents 
has l)e(*n ac c umulated b\ groups covered under the 
N.itionaj Labor Relations .\ct. Public employees 
.ire !?c?/* ro\ereci under this a("J, and at the present 
* time there is no national col/fective barj^jaininc; act 
c ()\'erinu public- eiYiplovees.^"* (Numerous vState laws, 
J however. f)r()\kle fop publicWmploWes' collective 
l)an^ainin^. In addition, Federal a^ntidiscrimination 
lavys speak directlv to, the cox'erac^e .ind responsi- 
bilit\ cTf labor ori^anizations on issues Tehited to 
discrimination. 

^ (renerallv, it can be stated that it is unlawful 
for labor org^anizations : 

to e^cclude individuals discriminatively from 
union. membership, thereby causing them fo 
lose job opport unities. 

to discriminate in the representation of 
union members or nonmembers in collcc- 
^ tive bargaining, in processing of gri,evances, 
or in applying the provisions of an agree- 
ment or contract in a discriminatory fashion.' 
to cause or att<*mpt to cause employers to 
enter into discrrminatorv agreements or 
otherwise di.scriminate against union mem- 
/ bers or nonmembers. 



^ liowr V Coli^ntr Palmolivr, Wfi F. 2il> 711. 721 (7th C.ir. 1969): Jrnkins v. l^nitrd Cn.% CjyffiXiO F. 2<1 20 (5th C.ir. 1960); Blue Bell Boots v. EEOC. 418 
F. 2il U5 (OHi Cir. l/JftO) . 

Uriggt V. Oukc Powrr Co , lOl U.S. 423 0971) , 
" r'..S'. V. ffayr^ Intrmntion.il Corp., t.% F 2.! U2. 11H {Mh Cir ,1072). 

^^Vnitrd Stntr^ v. Irnntvorkfr% I,oriil Of.. 4W F. 2d !i44. SSO-SSl (9Hi Clr. 19711, rcrt. drn. 404 IT. P. 984 (19711 ; Vnitrd Statr* v. UniU'tl Brnthrrhnod nf 
Carpfntrrt nnti Joinrr%. feornl IfW. 4.S7 >. 2H 210. 2U (7lh Cir. 1972). 
1* Criggs T. Dukf Power Co., mprn p. 4.T1. 

HphtIHi'k* on n nntinnal rn1I»»rHv»» hurRiilninit bill nr** S^lnf rnndiirt»»d hv ihf Smatf l.ahor nnd Piiblir Welfnrf rnninifttr«». * 
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It 15? important to note that a collective bargain- 
ing ngrrcnicrit may hr found ^^discritjuvmory if the 
;tppli( .ition of the rontra(tual p/ovptt^ places a 



disparate cfTcct on the basis o| 



sex. 



An 

rxaniplr of this prnu iplc is (nlipil^khc ^^}(c 
whic h has hvvn i^cnrratcci hy tijfjfA 
scnioritv provisions of ( ollrctKitfp)a 
nicnts and the t^'rratrr hurcleiZ/lhAt rtiost scniorit'^ 
systems pLurd on minorities /and v/omen. Court 
de( isions have fiot been definitive/, btit a trend has 
(imrr^rd whi( h requires the esta/)Hshment of some 
balante between seniority provisions and affirmative 
a( tion provisions. 

lakewise, it mav b.- ^eneralK unlawful for 
(MUf)lo\ers: 

to parli(ipa\e wiifh uniorjil in l!he commis- 
sion of anv cliscruninatorM practices unlaw- 
ful utider these acts. / 
to prartice dis( riminali|)n i,h a manner 
whi( h i^ives rise to racial or other division of 
emplovees, to the (felriment of organized 
union ac ti\ itv. 
\ prijuarx responslbilii v of au\ labor orjrani/.i- 
tiorj. is that of representation of all c^roups of the 
membership. When it tan be demonstrated that 
( lasses or groups of the nu-mbership are^not being 
represented, ( olle( ti\c bar^:ainin^^ ac:reements .may 
be invalid. 

INSTITUTIONAL POLICIES PROHIBITING 
DISCRIMINATION 

In the past det adr, mam education agencies and 
iustitutions ha\(^ adopted, adrninistrati\'e poli( ies 
which artitulatr the ideal of, rqual emplo\ment 
opportunity which is the basik for affirmative ac- 



tion planning and methodology. The experience 
of agencies and institutioas in the implementation 
o(.such policies provides a valuable starting point 
^^*^for the effective development of affirmative action 
plans and efforts. 

Such administrative policies have l^ecn a point of 
communication between those responsible for 
agency or in.stitutional governance and policy for- 
""^-yjnulation and those involved in management and 
pbUcy implementation. The success of any affirma- 
tive ^tion plan is dependent on the agreement 
between*A^overnance and management as to the 
need for purposes of affirmative action and 
the implicatiohQ of good faith effort to implement 
such a plan. Shared experience in the development 
and institutionalization of equal employment oppor- 
tunity policies can facilitate this agreement. 

.Accumulated experience in the implementation 
of such policies may be significant for several rea-* 
sons. First, such policies have, served to establish a 
elear action direcjtiye for the agency or institution! 
Second, they also serve as a vehicle for establishing 
the ae:ency's or institution's credibility as an equal 
opportunity .employer. 

Finally, many of the speci^c learnings that have 
been acquired through the development and imple- 
mentation of institutional administrative policies 
provide information critical for the tailoring of 
affirmative action efforts to the needs of. individual 
agencies or institutions. 

Much of the siErnificance of affirmative action 
mav lie in its potential as a methodology for actual\^ 
i/inc: the commitments to equality of employment 
opportunity which now exist in the administrative 
f)olicies of many education agencies or institutions. 
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The Need for Affirmative Action in Educational Employment 



Evid|fcnce of discrimination and sex typing of 
jobs ilk education is readily apparent when one 
reviews the national statistics on the composition 
of th(t labor force. 

In the elementary-secondary school teaching 
force, we find a general pattern of fewer racial 
and ethnic minority group members than we would 
expect from their presence in the population 
(table 2). 

Although teaching is sex typed or labeled as a 
"female occupation/' there is cviderVcc to suggest 
that the administrative and decisionmaking struc- 
ture of th<^ profession is male dominated at the 
higher levels. Women tend to remain in the lower 
ranks withiln \hc profession and do not move orr 
to higher Jevels of organizational re^sponsibility. 
In elementary and secondary schools i^cy are dis- 
proportionately concentrated in instructional i^ijther 
than administrative positions (table 3). 

The samej underrcprescntation of minorities is 
' characteristic of the faculty within the higher edu- 
c^ition system. One recent study suggests that the 
proportion of Blacks on higher education faculties 
W.XS 2.9 percent in 1972 73. 

]The concentration of women within the lovVer 
ra!nks of the faculty'is also apparent at the j^iigher 
education level i table 4). 

AfTinnative action provides a mechanism for 
addressing the problems of discrimination and sex 





Table 2 






Minority Teachers ' 


I- 




Percentage of Pec 
Minority Teachers . ^ 


rentage of Minority 
tin Popiilation 


Black 


9.3 


n.4 


Spanish- Speaking 


l.l 


5.2 


Asian 


.4 


Ii4 


Native Am&rican 


.1 


.4 



Table 3 



Educational Personnel by Sex, 1972-73' 



percent 
Female 



percent 
Male 



Elemtntary-Secondary 
instruction 

Elementary Teachers 
S.econdary Teachers 

Principals 

Elementary 
Junior Hrgh 
Senior High 

Assistant Principals 

Elementary 
Junior High 
Senior High * 

Superinttndtnts 

Assistant Suptrintt 



' N,i1i..n*il K.lu. ftl 
2t,ili Hit'itninl Sul'it v 

'71, Wjisl.itiKldn, D.I 




83.5 


16.5 


46.4 


53.6 


19.6 


B0.4 


2.9 


97.1 


.1.4^ 


98.6 


30.B 


6;9.2 


7.6 


92.4 


6.4 


93.6 


0.1 


*99.9 


5.3 


94.7 



■h Rrwar< It Diviiion. Rrpnrt 1971 HS. 
af Puhiir Srhitol Prufe%nontil PvrmnneL 



1972 


1974 


9.8 


10.3 


16.3 : 


16.9 


23.8 


27.1 


39.9 


40.6 


22.3 


24.1 



* Stattntir* '<n prrrrntncr min'>ritv trnc hrnt f>btninr(i \n\m National F.tlii 
ration A(jnnni*tr«1 i'>n jRrwrar. h Drparlment, 1971, i»l«tl«tir« on popiilalioli 
h«<r'l «>n />» M,ifr>iii -f ( rt>»»n .InU. 



"^le 4 

Distribution of Women 
in Higher Education Facilities ' 

Faculty Rank Percent Faculty Who Are Women 



^sociate Professor 
Assistant Professor 
Instructor 
Total 

> NniKidol Ct-nlrr inr F.iitiral I'ln Still i<«l irn. puhlltlird in thr T/ironiVfl of 
Higher f.iluruuon, V nl IX. N... 19. F«-U, 10. 

typine; in cdu edition employment. A plan repre- 
sents the written romraitment of an employer to 
eliminate discrimination and actively remedy the 
rurrent (yllfects of pa.st discrimination. An afTirma- 
tive artirtn plan is a policy and progr^rti document 
that helps to as,sure a coordinated effort to achieve 
effective results. It is or should be an action-oriented 
set f)f procedures designed to clarify responsibility 



»• D«vrf. Al.in K rr;rh,ng faruliy in Aeadenif : 1072 ?3 A( t RrttaAh Report* Vol fl. Nii. 2. 1973. p. 13. 
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*nrul outline the v[h-( ifi( .n tion steps for a( hieviiiq 
the. Ljo.ils thai h.ivc been cslMhlishrd. 

The (IcxclopinciU of an affirm. itivr ac tion plan 
is an iniportant ta^k for anv (•rn[)lov(T, even whrn 
n(»t rccji^rcd l>\ law. Voluntary (lcvrK)pm('nt* of 
an ctfcc ii\ (• [)lan : 

1. Dcujonstraics ihr institution's or au^rncy's 
( onunitnicnt to ccjual ftn[)lo\ merit oppor- 
tnnit\. 

'J. flc-lps to iilcnlifv (liv( riniinalorv praclici's or 
[)olit ics whith, (ons(iou^lv or uik otrsc iously, 
ina\ Ik- o[)('raiini^ with diM riniinaiory itn[)4( I 
throughout the (•ni[)lo\ rneni systnu. 

^ S[)CMh('s aitiofis that t arrv out the li'ilcr and 
the ^j)iti^^ of laws prf)hii)itin{^^ dist riinination. 

4. (luifics (he insiiiution's or a^mcv's polic ies 
for (•rn[)lovees and the (otiununily. 



Drtnonstra^s "good faith'' in the event of 
possible (fJnplaints of discrin^ination. 

Judi( i.11 rulings on discrimination complaints 
ha\e held that ci^^iploycrs are accountable for the 
[)resent effec ts of [5ast discrimination and that the 
obliL;<ition of providing nondiscrimination rests 
with the employer. An employer's voluntary de- 
scloprnent of a plan to identify possible discrimina- 
tion may become an important consideration in 
the e\ent of subsecjuent ( harges of .discrimination. 

Pro\ isi'ons of employnu-nt affirmative action plans 
generally itu lude, but are not limited to, recruit- 
ment and recruitment advertising, hiring, assign- 
ment, transfer, upgrading, promotion, layoff or 
termination, rales of pay, fringe benefits, training 
and extra duty or other forms of compensation. 
I'.a( h of these areas -should be considered as a 
possible sour( c of discrimination. 
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Instituting an Employment Affirmative Actidn Plan 



Affirmative action plans may be instituted in a 
numlHT of wavs. First, tlirv miiv be required as .l 
condition f)f Federal fimdinc;. If a district or an 
institution receives $50,000 or more jn Federal 
contracts, it is required bv executive order to 
develop and implement a written afTumative ac- 
tion plan. If the institution or district receives 
$10,000 or more in Federal contracts, it is required 
to observe equal employment policies, although it 
is not required to develop a plan. 

When a plan Ls required for Federal contracts, 
it is subject to public inspection and copying pro- 
visions under the Freedom of Information Act. 
A copy of the plan may be obtained either directly 
from the agency, institution, or from the Office for 
Civil kights, HEW. If such a plan exists, indi- 
vidual or group initiativ e shoul(] he direc ted toward 
monitoring' the plan and working to strengthen 
identified weaknesses. 

A second 'method of instituting an affirmative 
action plan is to indude a requirement for the 
development of a plan in the collective bargaining 
package of employee groups, Thr advantage of 
including the development of a plan In the bar- 
gaining package of either Ihe labor organfzation 
or management is that it demonstrates good faith 
intent to complv with the law. This rii^iv he im- 
portant to both parties if subsequent discrimination 
complaints are fiUui against either or both. Under 
the law, both the emplc)ver and l^f^ labor organiza- 
tion mav br liable for dan^aijes which result from 
clisf riminatorv contrac t provisions or practices. For 
the labor organi/ation, a second advantage of 
initiation is the opportimity for involvrment of 
the labor organization in the cirveio[)men^'and 
.monitoring of the plan, and the inr lusion of condi- 
tions of the plan in the grievance process structure. 
\A third method of instituting a plan i^ through 
adViinistrativr action. A bo<ircl ^of education, board 
of Vustees, or chief administrative officer mav 
initiaV the development of a plan as a demon- 
stratiori of progre"<sivr management poli( ies and a 



good faith effort to comply with the law. fn this 
instance, the plan serves as a method of antici- 
pating problems and handling them before the 
crisis of a complaint and subsequent investigation 
arises.^ 

C'orrective or remedial action may be mandated 
if a finding of discrimination is made after inves- 
tigation hv a Federal, State, or local agency. De- 
velopment and implementation of such action plans 
may be required by the agency or the courts. The 
filing of complaints under any of the Federal anti- 
discrimination laws that apply may result in such 
an investigation ^nd action. Complaints may be 
filed by individuals or groups, and may be filed in 
behalf of any individuaL^a class, or c^n the" basis 
of a pattern of discrimination. 

Other methods of moving educational institu- 
tions and agencies toward affirmative action may 
he usrd. In a few States, chief State school officers 
or hoards of higher education have moved to re- 
quire affirmative action from local education agen- 
c ies or institutions of higher education as a condi- 
tion of accreditation. Some State legislatiires^have 
[)assrci laws which require affirmative action in 
ecluc .itiorv .igrnc i(^ or institutions. Finally, affirma- 
tive .jetton [)l.ins may he incorporated as a condi- 
tion of future Federal programs and regulations. 

Tt is important to emphasize that the trend 
toward required affirmative action in education 
has been established by court decisions, Fedej'jil 
and State laws and regulations, sound management 
polic V , collcTtiv e bargaining agreements, and the 
handling of discrimination complaints. A further 
impetus toward affirmative action is the increased 
Federal effort to document discriminatory policies 
of ecjucational agencies and institutions, f^ersonnel 
reporting forms have recently been developed by 
the Equal Fmplovment Opportunitie.s Commission 
and the I'.S. Department of Health, Education, 
and Welfare. The form (called EEO 5 for lojcal 
educ dition agencies and EEO '€ for institutions 
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(»f flivhci nliu.idoii rj'quirrs the n'[)()rtin^ of work, 
force l)\ i.nc. job t iassification, and salary 

In .uliliiiori, new ^lir<^ arc to Ik* reported on 
n vr.irU l)asis. This information will hr held in a 
(lata hank (»\rr a fKTiod of "time as a rncaas^of 



identifying patterns of discrimination. The very 
structure of the reporting form and the necessity 
to report this information will undoubtedly help 
to identify patterns of^ discrimination and' bring the 
i.s.suc to greater visibility. 
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Elemefits of an Employment Affirmative Action Plan 



An' affirm. ilivr .u ti()n is a st;UcriK-nt of 

polu ICS, [)r()i t'durrs, an(t ai.liuns to whu h ihr v\\\- 
[)l(j\rr is ( oinriiiUcd to rnsiirr r([iial rrDplosnicnt 
()pf)()rliniily. It is a (U;( unirnl whuh nindrs an 
a^cruy in both irncsli^alion .irui rcnu'chation of 
disc riniinatorv crniMov nnrit pohj^irs and practices. 
There IS jjo single format for an alluriialive a( linn 
|)lan, and it .is in^purlant dial tlie stalf of an ai^eru v 
or institution he in\ol\e(l in the (reation of it^ own 
model. I'his i'^ rrei es^arv lo ma\irni/e staff imder- 
^tandinu and (onnlnlmeiit to tlie plan. 

Most cmploxment aflirjnatixe a( lion plan^ < on- 
lairj fix e ueiuT .il '^r^ tlon'^ : 

• .\ statement of polif y iind purpf)se 

• .A work ff)iM' iitili/ation analysis- 

• .\ set of prorediires for idenlifu atif)n and modi- 
fi(alion r>f [Ke^ent pro( rdnre^ and [)ia(tl(es 
\Nln(h have dis( riininator \ impat t or \\hi(li 

i f)etuate elTci t^ of pa^t di^t r iminat i(in 

• A slatemenl estal)rislii.nei Uo.ils and timetahle^ 
for improxniU' Klentihed iijiderntili/at loii in 
^pct jo*h { .itet'f ines 

• IVfuednres for monitorinu, ("valna;ijinf.fr and 
icportiii'^ the plan. 

IVxelcjinicnt nf a plan i'^ crdx a ^tartinu pnint'or 
.1 statement (.f intent. It ^hnuld lie rex iewed periodi- 
(alK. mndihed. and amended a^ { iu umst .uk e^ 
di, (.)!,• It h not l( ".dl\ hmdiii'^^ unless it dext l- 
(,pcd js .1 icfjairt'tuent nf Federal (f)ntr;nl-. ''r 
jftci .1 fmdui" "f (list t iimnatinii h.is been m.ide 1)\ 
a IVtli'ial .t</eiu\. or it is ^pcc ihed m (fillet n\(' 
h.ir'Miniii" ' ("iitr.Ktv TIh- followlii'j f>utlines the 
(<»nt(Mf- "f the \.iti"iiv vctiitqi^ ol a plan and -u"- 
'je^t^ a -eniienie f»f .i(ti\itirs ff^r its drxelnpnienf . 



The sc((!(,n on [)oli( v and pnr[)o*^es should he as 
^.pet iht a^ possible in order to lo( us the remaining 
portions of the plan and to proside, ihe reader witli 
.i frame of refererur for reading and iinderslandint; 
(he j)lan. l.\ani[)les of purposes that would be 
ippiopriate are : 

In insure equal oppoitunit\ in all person- 
t nel [)oli( les, [)ra{ti(es, and (olle(ti\e i)ar- 
ualninu .ii^reemenls through ihr identifrca- 
ti(»ri and elimination (»f prat t'i( es that (lis-, 
(riminate on the liasis of rare, religion,, 
(oloi, national orii^in, sr\, or a^e. 
Tf) iiu rease the. utilization of ra( ial and 
etlmi( miiuirities and \^omerl at <ill levels 
of cmfjloMuent^ where defu ien( ies ma\ exist. 
To design and im[)lement internal assess- 
ment and rrportinu^ procedures for the 
e\. dilation of the efTe( tiveness of the plan. 
To de\elo[) emplo\ee de\'elf >|)nient jiro- 
L'r.uns desluned to assist emplo\ees in 4ul- 
lillin*: tlie .|uo\isif>ns of the [dan. 
In establish pro(edures within the uriev- 
.HKc [irfuess for [iromfir [)r(Kessini: <^f iri- 
di\ idiial or 'jroiip di<( rimiri.itioii < hari^es 
In cstjiilidi [)ro(edures for moiiitoriii'v 
( \ alu.iliii!.'. and makin<: ne<ess,ir\ modifi^ 
{ alion- [>f the plan. 

loViitJxide ff>r the f)ubh(ation and dis- 
srniin.itif.n iiittriialb and exter n<Hb whet e 
appropri.ite of the MTirmatiori \( tion Plan 
,,nd to ciismc it- a\ailabilit\ t«» interested 
t it j/cTi 'jroiiyis. 

(Vlher putfioM's slinidd be AiU\ri\ as ap[)ropriate to 

the sjtnatioti. 



STATEMENT OF POLICY AND PURPOSE ' 

^/ 

A statement f)f pr^lic \ should provide ihe readr-r 
with at least three |)ie( r-^ f>f infornialif^n the intent 
of the plan. Hie objeftixes of the [)lan, and the 
le\(d of ultimate losporisibilit v for im[denientat IfHi ^ 
of the plan. \\ lien [jossjidr. refertnires to estab- 
lishe(l institutional f^r a^ciK v polit ies shcaild be 
iru liided . ' 



WORK FORCE UTILIZATION ANALYSIS 

One f»f die two most ( riti( al elements f)f an 
.•rnplo\ment afTirmatixe a( tion phinj^ tlit; apalvsls 
of the [H-eseiit utilization of the work force. 
lAamination of the stati^tital arrav of the work 
for(e |)n)vides a (oiiveiiient tnelhod of iiei^inninc; 
to idrntif\ patterns of discrimination amonc; the 
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rrhployrr groups. A work for( <; analysis is {Icfinrd 
bv I'Vdcr.il refill. itions as; 

J.islintr of (M( h )C)I) ( l.issif'u alion as^it .i[)[)(Mrs 
in applicable rollc(li\r l),ir^ainiri^ atijrccrTiriit 
or [)a\r()ll rrrorcK no job, ^rouf) i rari'k<*<l from 
the lowest paid to thr highest p.nd within v,u \\ 
dr[)arlrnrnt or other sinul.ir or^.irii/.ition.d unit 
in(ludint; dcpartJTicnlal C)r urnt sufx'rs isnrs. 

Further spe(ifu ation of regulations indir.iles that 
for ea( h jol) ( las^ific ation, the total nurn[)er of rTi.de 
and feni.de incumbents, and the total ruimber of 
male cUui female int urTil)ents in e.i( h of the follow- 
ing ( .ilet^ories or afTe( led ( lasses nnisi be t;i\'en: 
Bla( ks, Spanish-surnamcd, Americ an Indians, and 
Asians. The wa^e rate' or salar\ range for each job 
classification should be provided. All job classifica- 
tions, including supcf^isory and maaagerial job 
classifirati5)ns, must be listed. A worksheet and 
sumnhTr\ t.d)Ie is pro\ ided in the sample affirrna- 
ti\e action plan provided in .\ppenclix A. 

One ( C)n\'enierU source for loc .itinu: the ne^es- 
sar\ information is the ( omr)lcted )-."> form' 
whic h h.is hrcTi preo.irrd for Feder.d a^erK ics. 
\lthoueh additional infonn.itir >n rn,i\ be needed, 
this will f)ro\ ide a con\enient starting pc)int. 

Once a listing of the job cl.issific ation has been 
m.ule, the real wcirk of the aliaUsis begins. Tt is 
the [)ur[)ose of an afTirm.ui\e action plan tc) ensure 
tliat indixidu.ils are em[)!o\ed without cc)nsidcT.i- 
tic)n of r.ice, colf)r, n.iticui^d origin, reli^ic^, or sex 
and to remecU the efTects (A p.ist dlscrijnin.ition. 

AfTirmatixe .iction efTorts ha\e (requeritU been 
cntlcl/ed on the ground that the/ force emplbvcrs 
to hire unqualific'd [)CTsons. Juflic i.d inler[)retation 
h.is clearK f'st.i})lished th.it no ernplover is ever 
rcfjiiired to hire unq i i.'dified persf)ns but rather to 
ensure that oual!ri( .itions ,incl merit are indeed 
utilized without rei^Mrd to race, color, national 
orit^in, relitrion. or sex, Kac h emplo\er is to deter- 
mine the \"alicl jof) requirements for. each job rate- 
eorx Judicial interpretation has held that if anv 
requirement has an .icKerse im[).ut on members 
of a protected u:roup. the burden of proof rests 
with the ernplover to demonstrate its job relatcd- 
ness. Specified job requirements should be eMnm- 
ined to identifN' sniirces of instit\itic)nal bias, rtnre 
\.dicl job-rR.late<l requirements have been ^ dr*jU^r- 
mined, a re\iew of the existing work force in 
comparison to the relevant potential labor pools 



fiolcbng tlic-se qualific .itions will reveal whefhcr or 
riot uiiderutili/atiori exists. 

1 .stabhsfimeiu of criteria for uhderutiUzation 
slioiild Ik: ^i\-en great attention. The relesant labor 
[)n(»l will var\ c onsider.iblv in terms of job position 
and grogra[)hic location. For example, the f.ic tors 
wfiic [i luigfu be ( C)nsiclerecl in determining under- 
iilili/.ition C)f all affected class c;f elementary- 
sec (aid. ir\ ^ sc [if)ol teachers would include the, rcp- 
reserUalion c)f [hr grouf) in ihc population, the 
re[)resent iiion of the group in the Stale work force, 
and the ref)reseritalion of the group receiving BA 
decrees and leaching credentials in the State. State 
stalisiiCjS are used in this instance .since State insti- 
tutions-prepare a majority of the teacher^ in their 
State and State requirements var\. This provides 
an estimate of the relevant labor pool, which be- 
comes a measure for determining undcrutilization. 
A separate measure for c\'aluation of underutiliza- - 
tion of aclministrati\'e positions would be required. 
Since the qualifications for principals in most States 
inchide possession of .an adv anced degree, the rele- 
\anl [)otential labor pool would be composed of 
indixidu.'ils possessing such a degroe, 

CJoals are deterrTiinc'd in relation to the available 
l.d)or [)ool. However, the setting of a goal ckx-s not 
im[')ose a^i inflexible, requirement; it [)rovicles a 
target against .which to evaluate 'the surcrss of 
afTirjTi.itive efTorts. After .ill efTorts toward fair,^^ 
.ifTirrTiativ e rc^cruitment hav e been made and the 
af)[)lic.int [)ool has been broadened, agencies and 
institutions are free to hire the best qualified person. 

Tlie same [^rinci [)les wciuld follow for institutions 
of [iiu:lier educ ation. .\t this level, a ration. d basis 
for est.iblishing c riteri.i for determining under- 
iitili/.ition c)f minorities and women within aca-.i(^ 
demic cle[^;irtments would be based on n.ational ^ 
st.itistics reg.irciing the perc entage of graduate de- 
u:rees e.irned bv the groups being considered. For 
example, the percei^tage of women receiving ad- 
vanced degrees in phvsics is .about 3 percent as 
ccirnp.ired to the 43 percent of women receiving 
advanced degrees in education. 

F.ictors to br considerecl in a.<fi5essing unclerutiliza- 
tion and recruiting for classified jobs or^ for non- 
spec iali/ed positions include: 

• The percentage of each minority group in the 
total local population. 
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• 'I he [)<•!( cnta^c of (M( h luinorltv ^roup .iiul 
fnii.ilc^ III the iclf\ .iiU l.ibor paal. 

• lii^titutioiis in ihc (omimiintv (a^).i})lr of ir'un- 
\ni\ people '\n the ru*(*(l(*(l ^kilN. 

• Kin[)l()\ iiiu or^ani/.iliorrs ( a[).il)ilil\ to f)r()\*i(l(* 
training to qualifx ininorilirs and wornxMi for 
\ .11 H j^l) ( la^^ifn atiori^N. 

It is ii]i[)orlaiU to (Ictcrrtiinc for (M( h job catc- 
i^oT\, ific nature of the ^lali^ti( al information against 
wliith a(lr(iuatr nt'ili/alion of .if[(*( ted groups in 
the work f(»nc niu^t be ex .ilnatcd. Oiuc the rela- 
xant l.ibor [)o()h h.\^ been i(l(*rUirie(l, ' a\ all.ibilit\ 
«Ntatisti(s max be obtained from Federal, Stale, and 
lo( al ai^eiK ies, profe^Monal a'^'^oc iatioii's, and ( len^sus 
(lata. Vhv (riteiia selected bv tbe einploxer, bovv- 
e\'er. inn^t be supported b\' a ration. de based on: 

• \'alidate(l jnl) recpiirenients. 

• .\\ ailabilitx of afle< ted groups with job-related 

skdls, 

• Pronujlion an<l transfer elic^ibilitv and .i\'ail- 
abilit\ with present work force. 

• \\ailabilitv of trainini^ experiences. 

• ApplitarU flow or the demographic cc)iuposi- 
tion of jf>b applicants, 

MODIFICATION OF PRESENT PROCEDURES 
AND PRACTICES 

The stiidv b.isi( to the work force ntili/ation 
anal\<is should be extended to an examination of 
present [policies and [)ro( edures. A priinar\ func- 
tion (tf an affirniatixe action plan is to identif\ 
svsteiuit sources of bias and discrimination. Some 
of the areas that should be studied are: ' 



R&cruitment and Selectijon Procedures 

The cornrnitment to rec ruit and select minorities 
and women fairb aru! without di.scrimination 
carries with it the respor^sibility to insure that tradi- 
tion. rl recruitrnent methods .irc extended to include 
idVniific ation of these persons. Re\"iew of "polic ies, 
metfiods, .md [)ro( edures should consider recruit- 
ment soiirc es, records, notices, application forms, 
uiter\iews, procedures, comlitions of collective bar- 
LMinin^ .i<ireement, starlinc: salaries, and fy^l^cies 
. reisirdiiiL]: the emplc)\inent of relatives in order to 
•determine if an\ of these are adverselv afTec tint^ 
em[)lr)\ment of minorities ;\nx\ womerT. 

I'.ic h of these sfmuld be carefully examined to 
determine wa\s th.it mincirities or women mav be 
di^c {>m.i<^(Hl or eliminated from .consideration Jf?vr 
hirinu;. 

Hiring Procedures 

In many districts and postsecondary institutioas, 
hiring is carried out by a numbef of persons. All 
emplo\ees should be made fully aware of the goals 
and timetables and mcKlifications of policies and 
pr.ictices specified in the affirmative ^ion pro- 
L^rams. One person with • central resfx>ffsibilit\' for 
afTirm.itixe action should review af^lications re- 
ceived, referral of applicants, handling; of appllca- 
tioT^s, and hiring patterns. Reasons for failure to 
hire qualified persons in the afTected Gjropps should 
be doc urnentext by the person making; the decision. 
This becomes part of the record file needed for 
rlemonstratini^ compliance. 



Job Analysis 

Ml f)()sitioi]s should be reviewed in terms (^f 
exi^tint^ job desc ri[)tions. minimal bona fide qu.difi- 
c.itions. tasks, jol) functions, selection procedures, 
and salary scales as a method of correctini^ any 
inadvertent discrimination that may exist. Care 
should be taleit to insure that position descriptions 
reflect actual job functions and related skills and 
that they are consistent for the same position from 
one unit or department to another. 

Performance criteria should he kept in mind 
durinjT the review of job descriptions and the con- 
sideration of bona fide occupational qualifications 
for ear h position. Development of performance cri- 
teria for the various positions is a first step in the 
reduction of sources of bias and discrimination. 



Promotion and Upgrading 

A c onunon form of discriminatiori is found in 
the permanent assit^nment of minoriffes and women 
to s[)ec ifie jc^h slots without recogjhition 6f<.their 
ability to move to another level of performance. 
A first step in examination of career mobility of 
eniplo\ees consists of a review of employees to 
determine : 



Promotion records of ^Tie?^ w^mcn, and mi- 
norities in each employee /classification and 
unit. ' 

Identification of employees who presently hold 
positions that unden^^ize. their abiliticsf 
Identification of the briers to the upgrading 
of minoi*1ties and women agiir steps for over- 
comint^ these^ barriers. 
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When ihrse factors hav^ been drtrrmincd, a 
c^arcrr (lrvrl()f)nirnt and in-srrvijr training program 
should be instituted or upgraded to meet the needs 
of employees. Kflort should he made to develop a 
career lattice system that permits vertical and lateral 
mov€^nent of empjoyees. ' 



Assignme/it of Staff 

Kven when an a^ent y or institution employs large 
numbers of minorities .md women in its work force, 
discrimination may still be evident in the assign- 
ment of that staff. Minorities and women may be 
assigned to specify sc hools' or units, paying and/or 
nonpaNing extra duty assignments may be given ttj) 
one group, overtime duties may he unfairly as- 
signed, and opportunities to participate ''in special 
events and training programs may be limited to 
certaifi groups. Ka( h of these factors must l)eVjTr(^ 
fully axsr^jsed to insure nondiscriminatiori in' the ^ 
handling of all personnel matters. 



Collective Bargaining Agreements 

('ollective bargaining agreements witli labor 
organizations are covered bv Federal anti-discrimi- 
nation laws. The negotiated agreement cannot vio- 
late these Federal laws. Discriminatory clauses may 
be found in seniority and bumping provisions (a 
bona fide seniority system is legal, but its operation 
must not result in discrimination against minorities 
or women), and in those relating to promotion, 
hiring practices, rates of compensation, etc. The 
principle to be followed is that any provision which 
results- in dist rimination against an afTected ^rlass 
and (annot he justified hv business neeessitv is 
illegal. Since labor organizations rnav share lia^ 
bilitv in anv actions which mav result from dis- 
criminatory policies, it is to their advantage to 
iderjtifv possible sources of discrimination and take 
steps to eliminate them. pA'ery colleTtTvcH^argain- 
ing agreement shx^uld include a non-di^ rim^ation 
clause covering alK^procedures of the agreement. 
Provisions should be made fhr openipEr portions of 
the (ontract where dis( rintination is identifie(i with- 
out necessarih reopeninr^ negotiation of the total 
contract. CJontracts should specify that arl)itration 
of discrimination grievances shall follnW title^ V\f" 
principles? • * ^ 
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Grievance Procedures 

A primary advantage of most coUcctivc bargain- 
ing agreements is their specification of a grievance 
pro( ess with adequate measures to insure just han- 
dling of complaints or grievances related to the 
plan. If the ajj^reement docs n6t specify these pro- 
cedures or covqr grievances related to promotion, 
hiring, and training, it should be modified to cover 
these items. If a collective bargaining agreement 
docs not exist, an affirmative action plan should 
spec ifv grievance procedures. 

Fringe Ben^efits 

A common .source of .di.scrimination in employ- 
ment is the selective provision of fringe benefits. 
' All benefits and employment conditions (incluHing 
\ access to trajnimg) should be equally' available to 
all employees or all employees within a specified 
group. General benefits such as medical, hospital, 
accident and life insurance; .retirement benefits; 
feave, etc., should be equajly* available to all em- 
ployees. AlthcMigh difTerent provi.sions may be made 
/or 'training opportunities and travel assignments 
between various groups of employees, they must 
be made equally available to all .employees within 
a job categc:)ry and cannot., be made on "the basis 
c)f race, ^olor, national origin, or sex. ^ 
Areas to consider are: 

Retirement and Insurance Plans 

> Males and females should be eligible for 
retirement and,, pensions on the same 
basis, including c;qual retirement age and 
benefits. 

• Benefits should not be based on provisions 
that an employee is a ''^cad of hou'se- 
hold" or '^principal wage earner.*' 

• Benefits for husbands and families of 
female employees should be the same as 
those available to i^ives and families^of 
male employees. 

• Benefrfs availnble to wives of male em- 
ployees should be a\'ailal)le to femaje 
employees. ^ 

• Title VII Sex Discrimination Guidelines 
^ require periodic retirement benefits be 

the same for men and women. The fact 
^ that they may cost more does' not excuse 

\ the Employer from providing equal bene- 

*i I fits. 



Pregnancy and Maternity 

• Any written or unwritten policy which 
excludes employees fr()m^}obs because of 
pregnancy, or requires thcm'to stop work 
at a specified time shtnild be chartgcd. 

• The time when a pregnant woman'shoald 
■ cease work mu.st be determined on an 

individual. basi§, This depends on the 
physical condition »f ^he partiej|laV 
woman and the riaturc of h<?r job. 

• Pregnancy, mWarriages, abortion' ghild-^ 
birth, and rrc()very are for job-related 
^pijrpases *^temporary disabilities." They 

should ..be treated in the same manner 
as other temporary disabilities 

• Child 

must be provided for both sexes 

Layoff, Recall. Discharge, Demotion 

• Standards for terrniriMtion. recall, tkjpo- 

• tion, or discipline must be the same for 
ali employees. Seemingly neutral practices 
shoulcPbe examined to make sure that the 
policy does not have a disparate efTec t^un 
minorities or women. 

• Seniority and bumping provisions which 
perpetuate past discrimination are illeEjal 
and must be modified. 



past turnover rates and gpjcted employment 

needs.' 

The goals of an afTfrn^ativc action plan should 
incJude long-range goals and inU?rmjediate or an- 
nual targets. J.on^-rangc go^<should reflect the ^ 
achievement of prOp!oiligfiatc representation of 
each group identified as **underutilized." An accept- 
able' goal is measurable, attaina^ble, and a .signifi- 
cant step toward affirmation action. It should be 
specific and related to ti'metablcs. Goals are not 
rigid or unchangeable. They repre.sent rfeasotoble 
estimates of the expected numbers of minorities 
and women in the work force as the organization . 
redu(^jPdiscrimitiation. ' ^ 

Intermediate targets should be developed for 
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rearing provisions, if available,^ — 4^^^^^^ training^ transferring', and promoting which 
r _ i.„*u ^.^j ^^^^ achievement of the established goals. 

- Factors to be included in settitig targets are pro- 
jected turnover, expansion or cpntraction .of the 
work forre^ availability of persons-^ with, required 
skills, time necessary to obtain required skills, etc. 
Targets should be developed for the organization 
as a whole, for each unit, and for each job category., 
^ Manv haveVonfused the term quotas with gdals. 
A quota implies a fixed numerical requirement, 
whereas a goal represents a commitment io an 
effort, for a limited period of time, to remediate 
the current effects of past discrimination. Goals 
should reflect what the work forceof any employer 
would look like if individual and institutional dis- 
crimination did not exist. The employer is not 
under legal obligation to meet the numerical goals, 
but ratKer to demonstrate all good faith efforts to 
obsrrve equal emplo.ymenJt opportunity. 

So^ne employers have misconstrued the require^ 
ment for good - faith efforts to emplo/ mirforlties 
and women as mandating preferential employment 
of unqualified candidates. This practice is jJlegaL 
:rhe responsibility of' the employer is not the 
a( hievement of a specific, statistical profile. Rather 
it is the commitment to eliminate discrimination 
and the barriers to fair .employment'^ractice"! 

Immediate actions should be taken to insure that 
racfC( nlor, national origin, or sex are not factors 
in compensation of employees or determin^ion of 
opportunities {or advancement, The need fOT such 
K tions usuiilK becomes apparent through cWful 
examination of salarv levels as they" are arrayed in 
the worktforce utilization analysis. 



GOALS AND TIMETABL^ 

./rhe goals and timetables established in an 
affirmative dciuru plan are. with tlie work force 
utilization aiialvMs. its most ( ritical components. . 
Numerical g{)als for the representation of affec ted «^ 
classes of persons wU'hin the work fon e of an 
education agencv or institution are developed on 
,the basis of ( riteria specified in. the- work force 
utilization an.dvsis. Ihidcrutilization is determined . 
bv (omparing the penentage of affected class m- 
rumbents with the percefitage of those in the poten- 
tial labor force possessing bona fide qualifications 
for emplo\ment. lUili/.ation should be corisiclert^d 
for ea( h job classificat^)n an(l hv units ami depart- 
ments as well 'as for the tf)tal work force of an 
erTif)lover. 

The plan s numerical gf)als reflect the ccnnposi- , 
tion of the work force as it would exist if there were 
no discrimination. Timetables for achieving these 
^ goak are develppeci from projections based upon 
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MONITORING, SVaLUATION, AND REPORTfkG 

Aftirnuitivr ac tion plans should spt^( ify the pet- 
soas responsible for irnf)l('niciitation of the plan and 
tTic proccdiircsno be utilized for rnonitorint/, evalua- 
tion; ^nd rcportfnj/. Ultimate responsibility for the^ 
plan rcmain.s with the ( hief administrative offK er 
of an a.crenrv or institution. I)ut various stafT mem- 
bers may be delegaU-d res[)onsil)ilities. Any such 
delegations should be made to individuals with 
sufTicierit authoritv>,Jto insure efTettive im|^lementa- 
tion of the provisions of the plan. All (;mplovee.s 
\fjth .responsibilities for re( ruitintj;, interviewing^, 
h^ng, -training, promotinc;, and ^'valuatin^ staff, 
should be ^iwii training; and dear ^Miidelines for 
(•at^fyjni? out their responsi[)ilitie^ under the plan. 

M'(*litorinj7 of the plan requires objective meas- 
ures t^t^stimate [xroj^ress. One Of the most basic is 
the A^li( ant* Flow Record. This is a record of 
each job a,pplic ant : nam(\'rac e, sex, rc-fefral sourc e, 
position ^plied for, whether or not job offer was 
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Diade, reasons wfeiy job coffer w'as not made, and 
identitN of person making the employfuent decision. 
Records of-the applicant How^hould be i^naint^iined., 
1 (cleral lei2;ivlation requires eniployers U) maintain 
records of all other r^de\ anf actions.* 

Re[)orts of affirmative action progress should. be 
made on a .semi-annual basis. Proc edures 'for a 
•Cea^rU pe\iew and exaliiation of the phuv should be 
specified. 'I'his resiew shc)uld be und<*rtaken by all 
rele^.lrit (KTsons. Folic v l)c}4rds, labor organisations, 
anchthc' c oijirnunit^^ jire, examples of groups* (hat 
should be insolved inNtfch a rc\iew and e\'a(ua- 
tion procevs. Provisions should be made for the 
dissemination of prf)gross reports^. and e\'alu;^tic)ns 
*to all employees and concerned ^'ndfviduals and 
groups in the c ommunity, 

The ^SfTirmalive action should be modified yearly, 
ft) reflect nec essary c hanges. Kac h modification 
-^-should include a report of ^the progress made to^ 
date. 
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AffirmatiyQ Action in Educational Programs 



♦'To. date most r (Torts for afTirmativc artiorl have 
been directed, toward inc reasinie; the utitization of 
women and" minorities in the work force of ^n 
ag,ency or'instit.ution. and providing; cqiia4 eniploy- 
"m,eni opporUifiit"^ . Recoi^nition -however^'has, been 
ma^e of the fifct that' n,i any -sources of discrimina- 
tion re found in the e(hiVational systems which 
prepare c;ro*ips 'for panicipat'ion in the \|V()rk, force. 
Rducational proi^ramsi have deepk ombedded pat- 
terns of operation that, be,E;in trt "sort" minori^ties 
aYid women, even- at e^irly points m the education 
system." ' • 

The first afTirmativc action pl^ns in higher^edu- 
cation included con^^ideration of student or. program 
delated issues.- Further impetus for this movement 
^was sapf^fkd by the growing- concern about imple-. 
mentation, of title VI of the Civil, Rights- Act* and 
tide* IX of the 1972 Education. Amchdments. ^ 
Title VI prohibits discrimination on ihc basis of 
, ^aoe, color ,^or national origin in the pjirticipatibn 
in, access, to the benefits of, or operation of all 
pro^^rams ' or activities rec^eiying^ Federal funds. 
Title IX ^prohibits sex discrimination in the par-/* 
ticipatioft, . benefits, or op^'ration of educational 
pro^Vams or activities receiving l^ederal funds. 

only isnher^ needjdr affirmative action efforts 
irt^hiployrnent, but also for- affi^,mativc action in 9 
educational programs and acti,vities. ., , 

. ,C<^^n<*ern for' affirmative action in employment 
and in program mav be ad(;lresscd in the same 
plan. It is o\ir recommend afi on, however^ that- 
, two separate affirmative action programs Be de- 
veloped, or that* the plan include two .different 
sections- -one dealing with etnploym^nt affirmative 
^ action and the other dealing with program affirma- 
tive action. Reasons for thi5k separation includoi*^ 

1. Employment Lssu^ and education prograjii? 
^ ' ' concerns arc Tovcred aijder two largely 
>' s^arate bodies of Federal and State legis-^ 
lation and regulgLtions. • , ^ . , ' , 
Employment policies and .practices are spe- 



' cifically covered under diverse Federal legis- 
lation, collective bargaining laws, and State 
an,5i local lawf^ and regulations dealing with ^ 
labor managemcnit.l TBnforcement \agencics 

- and procedures presently exist for remedying 
discrimination in this area. 
I Coverage of student program issues is pr^p- 
vided primarily by titles VI (of the ^Civil 

^ Rights Act of 1964) and IX (of the E;duca- 

' tion Amendments of 1972)\ and a growing 
bo(^v of State and local human relations and 
, ^ V anti'-discrimiriation laws /and regulations.. 
Mechanisms and procedures for enforce- 

• mcnt of manv of these statutes arc still 
under development. 

2. The potential use of collective bargaining in 
securing, monitoringy and evaluating em- 
ployment affirmative action prpvidcs a strong 
rncthod for ikying with employment . issues 
but may be less, relevant to program* affirma- 
tive action cqnterns. 

3. The knowledge land expertise needed for 
, 'development of' empl®yment ' affirmative 

"action and prograrfi affirmative action is 
usually'^ held by diflferc^ persons. Division/ 
of the responsibility P^^W^^^^§^^^^ involve-k 
.merit ifi th'e "deVelopmrar''S^'^monitoring 
of the plans. 

4. Student and comimunity involvemcnfin- edu- 
' cational program affirmative' action is essen- 
tial Thc'devclopfncnt and monitoring of 
program affirmative actioA plans may in- 
volve different interest groups than those 
involved with employment affirmative action. 

For the purposes of this section, educational^ 
program ' affinrriadvc acdon may be defined as. 
action taken, fi^rst to identify and remedy sources 
of discrimination in school programs and, second, 
to develop policies .and procedures for the preven- 
tion of such discrimination in future school pro- ' 
grants. ' ] 



Unlikf title V I, titip IX coven dii»ci*»mlnat1(Jn e^nployTnetit aa well ai d iBcrimlhat'ion of ftudentt. 



Foundations of Affirmative |\ction in Educational Programs 



On,e of the ma*^t important contributior\s of the 
utilization of employment affirmative action has, 
been tKe development and refmcnjent of techniques 
and procedures which may be adapted fbr indi- 
vidualized systematic asf?^ssmen^of possible sources 
of discriVrtination in education programs and the 
, development of corrective measures. 
' Requirements for equality of op.portunity -for all ^ 
students in public education programs or in,stitu- 
tions ha^e been articulated in a bodv of human and 
civil rights laws^ legislative histories, and ji^dicial 

- decision?^;. One ofcjhe most basic forms of discrim- 
jhation against, students'^ racial segregation within . 
publi<r schools, was addres.sed in the 1954 Supreme 

^ Court decision. Brown v. the Topeka, Kansas, 
Board of Education. The impact of this decision 

, is evident in our c^ontinuing 20-vcar efTort to attain 
racial desegregation of public" schools. During the 
course of these efforts, recognition of other forms 
ot discrimination against students in educittiohaj 

> programs has increased. 

This incva^ing , recognition has resulted in the 
•passage of three significant Federal laws dealing 
with equiiv in student programs, A variety of State 
laws also provides both" general and sprrific pro- 

- hibitiods of discrimination against students, Prrn^ary 
Fcderiil Jeiyslatfon is described below: 

'' . ^ ' » " 

TITLE VI OF THE CIVIL RIGHTS ACT OF 1964 

'• Title VI of the (Myil Rights Act prohibits dis- 
crinuxLatKin. bn the grounds of race, religion, or 
national oYigin in. educational programs receiving 
Federal funds/ This legislation provides coverage 
for students and others; emplovrhent practices and 
policies are rxempt^ed from coVerage. If any pro- 
gram of an institution receive** Federal funds, all 
' activities of the institution related to the program 
"are covered. When institutional aid funds are in- 
volved, all activities of the i;istitution arc covered. 

Examples of the type of complaints filed under 
title VI involve -such issues as the deniabof admiv 
- sion of stucknts into schools gj course offerinirs oq 
the basis of race, the lack of provision of bilingual 



instruction fdr cultural and^^thnic minority groups, 
the tracking of' minority group youth into specified 
courses, the denial of scholarships on the basis of 
race, and the^ place;ment of chi%en on^ the basis 
of discriminatory tests. . ^ 

Complaints of discriminatory practi<;cs that vio- 
late title VI should be made to: 



Office for Civil Ri^ghts ^ 
U.S. Department of Health, Edu(^atidn, and 
VWelf'are 
Washington, D.C 20201 ^ 

or to a regional HfcW office. A complaint may. 
be as simple as a letter jputlining the nature of the 
complaint and providing as much d^ocumentation 
of the complaint qis po.ssible. It may be filed bylan 
indiv^idual, group, or organization. When filed by a 
group or organization, a complaint may be filed in 
behalf of an individual or on beha^U of a class'dt- 
category of persons. 

Jf discriminatory pracfices ar^e found, informal 
conciliation with the institution is initiated by HEW.. 
Should this fiil, the Federal Government may defer 
awapd of nev^ funds pending a ^hearing, revoke" 
current funds, and/or disqualify the institution from 
eli*gibilitv for future program furtds aften a hearing. 
The^ lis. Department at Justice may file^suit at 
HKW's request. ' 

Complaints are kept confidential when possible. 
If court action be^^omcs necessary, the identity of 
both parties becomes public information. lastitu- 
tions are prohibited from discharging or discrimi- 
nating against any person or group making a com- 
plaint, assisting in an investigation, or instituting 
proceedings against the agency or institution. 

TITLE IX OFtHE EDUCATIONAL AMENDMENTS 
OF 1972 

^(Higher Education Act) ^ - ' 

Title IX states, "Nft person . . . shall on the basis 
of srx, be excKided frorh participation in, b^ denied 
, the , benefits f)f, or be subjected to discrimination 
under anv educntion program or activity receiving 
federal financial assistance." Title IX is patterned 
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after the rare disc riniination prnvisinn of title VI. 
It clifTers fnmi title VTs coverage in that it also 
.covers prohihitioii of (Iis( riniia^-ition in employment 
on the basis of sex. 

Nearly all local education agencies and iastrtu- 
tion?> of higher education are covered. Religious 
institutions arc exempt if application of title IX 
is not con^iistent with their religious'tenets. Military 
schools jiresexenipt if their pfimary purpose is to 
train individuals for the U.S. military services/)r, 
the merchant niarine. 

Complaints of srx discriminaPion in educational 
programs or education emplovjrirnt should be made 
to; 

O/Tice f^)r Civil Rights 

U.S. Department of Health, Education, and 

Welfare , 
Washmgton, D.C. ^ 20201 ^ 

or t/ie' nearest regional • HEW office. If 'pos.sible, 
complaints are kept confulentiar by the Ciovern- 
ment. The Jii>k|tution and the complainant are 
not requiVed to maintain confide^itiality. 
' The regulations for title IX Went into efTccf My 
21, 1975, after congrmional review and signing 
President Ford. Sex disciomination in the admis-' 
sion of students to educational institution, in the 
treatment of students in educational programs, and 
in the emplovment policies and }^ra(ticrs of cd\i- 
cational institutions is prohibited. 

.\clmis.sions provisions do not cover pre-s( hools, 
eletTieiitary and secondary schools ('\(C[)t voca- 
tional schools,, private, undergraduate iiTstitutions, 
and the Tew public undergraduate educational in- 
srit>^tions that ha\'c been traditiorta^By and con- 
tin ualHf single sex. Military in^titutjons at both 
secondary and higher cducatici'n levels are exempt 
from coverage arc schools run by religious or- 
ganizations to the extent that compliance would be 
inconsistent with religious tenets. 

All schools must treat admitted students without 
discrimination on the basis of .sex. This inchidr^s 
^uch .ireas as: 

• Access to and p.irticipation in course offerings 
and extradurric uLir activities, inchKlin^ cam- 
pus oigani/ations ,u\6 competitive athletics. 
Eligibilit\ f{)r arid receipt or enjovmcut of 



l)cne fit^ 



servic TV, and financ ial aid. 



• Use of facilities, and comparability of, aVa'il- * 
abilitv of- ajicj^rules concerning housing (except ♦ • 
that single .sex housing is permissible). 

' Eui[)Ic)yment [mjvisions of the regulations cover 
all euiployees in all institutions, (;xcept those in . 
rnilitarv schools and religious institutions to the 
extent c f)n)f)lianc e -would be incon.sistent with con- 
trcjlling religious tenets. Employment coverage gen- 
erallv follows polic ies of the Equal Employment , * 
()[j[)(jrtunitv Commission and the Ofr»ce of Eedcral 
(Contract (Compliance. 

.\ unique provision Of the regulations requires 
mstitutions and agencies to carry out .self evaluation 
of policies, practices, and the effects thereof in 
those areas covered by the regulations within 1 
year of the effective date. If discrimination is iden- 
tified, policies and practices must be modified and 
a[)prcjpriate remedial steps to eliminate the effects 
-of any discrimination must be undertaken. 

Affirmative action is not required under title IX, 
but a recipient institution or agency may take 
affirmative action -to overcome the effects of con- 
ditions which have resulted in limited parti^cipation 
by persons of a particular sex. The techniques out- 
lined in this monograph would be applicable to 
institutional self evaluation and the institution of 
corrective actions as required by title IX, as well 
as to affirina.tive action. 

.* » 

Enforcement at the local level is provided to 
the extent that agencies .md institutions are re- 
qtiired to develop grievance procedures for the 
[)rc)n\pt and equitable resolution of student and 
employee complaints of discrimination on the basis 
of those areas covered by the regulation. Utilization 
of this procedure is not a necessary condition for 
the filling oj a complaint with a State or Fedcraf 
«gency. 

Title VI and IX provide comprehensive coverage 
whj/h effects virtuallv all educational institutions. 

'rcjvi'sions of the Public Health Service .Act, title 
\'n and VIII, specifically address sex discrimina- 
tion in (icMlth pehonnel training programs. A de- 
scription of the cc)\rragc of this Act was provided 
in the preceding sec tion On foiindations of emplov- 
ment' affirmative ac tion. Bee ause this ccAerage is 
'imited, it will not be reviewed again here. 
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How To Initiate an Educational Program Affirmative Action Plan 



Prognam afTirmativr artion may hr initiated in 
* a numhrr /if w;^y*^. S( hool pcr^fuuicl, adiDini^tra- 
tors, or th^ VifiTcflrdmin may initiate 

" nTr"3r<7T4«f*ala^ of program afTirmativr action as 
a part otthciron^^ jol> assii^rnnirnts andf respon- 
sibilities. Tcaohcrs and other [)frs()nnrl mp' man- 
date dcvrlopmrnt of program /ifrirm.uivc Irtion as 
^^'paxlof the cnllrctivr hari^ainincj [).i(kae;r. 

ConmTi?^"-^rf«aiT^ groups- have provided a . 
*~-irrr-iH«wiiusjV^^ proe;rams. 
""CkUen ^mupTT^r^^ i^i^^Y 
plarcpfT^ssu^re on school, systems to drvcloyT pro- 
""^"••^prtk^^^nir^^ .Student ,G:roups may simi- 

larlv idcnlTn^ 
action and mTiTTfrTITr^^ 

" Boards of rduration frequcntlv have informaTtnn 
rcj^ardin,^ sources of proi^ram discrimination and 
mav mandate development of program affirmative 
action. 

Although initiation of affirmative action plans 
may come from a Variety of sources, it is wise to 
"insure maximum involvement' of all interested 
parties, community groups, policy hoards, adminis- 
trators, teachers, and students as a condition of 



effective development of such a plan. A committee 
reprcM'nting the interested groups and school system 
^tafT should he designated to develop the plan. 
Ideallv, the policy making board and cfiief admin- 
istrative staff would he in accord with the develop- 
ment of the plan. 

I'he primary advantages of program affirmative 
action to any local education agency or institution 
of his/her education include the following: 

*1. Demonstrates the agency's or institution's 

commitment to educational equity. 
2. Helps to ideniify discritninatory practices or 
polic'iks wh)(^y consciously or unconsciously, 
may Wf oncrating with discriminatory impact 
on sWMenls on the basi.s of race or^ sex. 
3.. A^^i^^^p^ompliance with both the letter and 
spirit of nondiscrimination laws. 

4. Provides an important mechanism {or in- 
V Yolvemcnt of community, school personnel, 

and students in understanding the legal re- 
quirements, the sources of di.scrimination, and 
the corrective actions that are required fdlr 
attainment of educational equity. 

5. Provides a mechanism for monitoring and 
updating of discrimination concerns. 
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Elements of Educational Program ^ffirmafive Action 



A proi^r.ini afHrniatis r .u tiori plan mav hr or- 
c:ani/cd and written in a \arirt\ of wa\s. 'I hr plan 
should indudr a statrriirnt of intent or ptjlicv, a 
preliniinarv identifieation of sour(Cs of tli^rrimina- 
tion, and an outline of areas and- proerdurcs for 
further in\ estitration, remcdirs for climinatins? h^as 
and discrimination, ^oalsrand time frames for 
(orrc(tive a(tion, and procedures for monitoring; 
evaluatinjr, and reporting the plan. It should not 
be considered a ri^id and unchanging document, 
hut father a method of idrntifxing problems, devcl- 
opmg g()als for action programs, and evaluating 
progres.s™U)ward these goals. 

Loral situations dictate the most pressing prob- 
lems to he considered. An appropriate strategy in 
some communities or institutions may be to limit 
program afflrmative action to a few areas. In other 
communities with more resources, it will be pos- 
sible to move ahead with a comprehensive educa- 
tional program affirmative action plan. Tn either 
^mstance, procedures for periodicVvalimtion, review, 
and modification of the plan should be spec ified.' 
The following outlines areas for program plans 
that should be considered as po,ssible areas for 
Inclusion. 

POLICY STATEMENT 

The statement of policv for a prot^ram affirmative 
action plan should outline the intent of tbr district 
or institution and indicate relevant policv actions. 
An example of an appropriate policv would be a 
paraphrase of the Feder.il legislation which indi- 
cates a commitment to insure that no .student, on 
the basis of race, color, national origin, or sex, 
IS excluded from participation in, be" denied the 
benefits of, or be subjected 'to discrimination in 
any education program or activity.^^ 

Another approach might emphasize the respon- 
sibility of schools to provide afTrrmative education. 
A policy .statement might outline the need for 



education which affirms the potential worth and 
value of each individual student and state a com- 
mitment to affirmative education as a means of 
preparing all children for maximum participation 
in and contributi(jn in ouj- 4K)ciety. 

.\ statement of purp?^i^^r6vidcs readers a quick 
summar\ of the plan as well as a frame of reference 
for understanding and evaluating thp^lan. f.x- 
amplcs of specific purposes arc:. ' 

• To identify sources of discrimination on .jKc 
basis of race, color, national origin, or sex 
in educational programs, and activities. 

• To take corrective actions to insure that no 
student, on t|ie basis of race, color, h';ttional 
origin, or .sex, be excluded from participation 

^ in, be denied the benefits of, or be subjected 
to discrimination under any education pro- 
,c:ram or activity. 

• To ulentifv bias in instructional materials and 
develop proc^rams for securing non-racist, non- 
sexist materials and supplementarv materials. 

• To identifv ^as in counseling instruments and 
materials and develop programs for securing 
non-racist and non-sexi.st materials which can 
expand a student's understanding of his/her 
abilities and options. 

• To provide training for all school personnel 
which can increa.se their capability for pro- 
viding non-stereotyped, affirmative education. 

•To modifv existing curriculnms to in.sure the in- 
clusion of information on the history, roles, 
and contributions of the variety of racial and 
ethnic groups in U.S. society and the hi.story,. 
roles, and contributions of women. 

EDUCATIONAL PROGRAM ANALYSIS AND 
MODIFICATION 

A major goal of educational program aetion 
plans is the identification of specific > institutional 
policies and practices which perpetuate inequality. 
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The effectiveness of action efforts increases with 
the availability of objective d'^ta about the local 
situation and the opportunity that it provides for 
"tailoring'* the plan to specific needs. In some 
instances, data have already been collected which 
would identify needs and targets for educational 
program affirmative action. 

Community groups may have studied raci.sm or 
scxLsm in .schools, central office staff may have * 
collected relevant data, or teacher and student 
groups may have collected important information. 
Educational .program affirmative action can be 
initiated \yithout documentatipn of the local situa- 
tion, but some procedures and methods should be 
intprporatcd into the plan for determining the 
nature of local problems. Program analysis docs 
not require sp^R^sticated resear^ methodology, but 
may be carried out by careful consideration of the 
available information. 

Sources of information that are readily available 
include the experience and experti.se of school per- 
sonnel, boards of education, and students; school 
records of the enrollment of students by school and 
course offerings; description and analysis of course 
content and instructional materials; and analysis 
of budget allocations and expenditures. 

Some of the most common sources of discrimina- 
tion and the possible modifications of the problems 
are discussed in the following section. 

TEXTBOOKS AND INSTRUCTIONAL MATERIALS 

Textbooks and instructional materials tend to^ 
perpetuate images of white, middle-class, suburban 
families living in traditional families.'* This stereo- 
typed, view. of our society limits n^t only the devel- 
opment of pasitive self-image in a majority of 
students who do not share these characteristics, but 
also limits student s understanding and preparation 
for living 'with the diversity of our society. 

At the present time it is not possible to purchase 
a full range of non-raci.^t, non-sexist textbooks for 
use in schools. In the interim, the following steps 
may be taken. 

• Development of guidelines and criteria for 
examination of the possible bias of textbooks 
and instructional materials. . 

• Transmission of the ^guidelines for textbooks 



and Instructional materials to textbook ven- 
dors and publishing companies. 

• Provision of mandatory -Gaining to instruc- 
tional personnel which can assist them in the 
identification of bia.s in instructional materials 
and the development of student's critical 
reading skills, 

• Provision of resource materials which may be 
used to supplement the omissions and bias of 
the textbooks. 

• Provision of* curriculum ou^^CJ^ and teaching 
materials which can increase their capability 
to adapt and develop their own resources. 

• Provision of education in interpersonal skills 
and techniques for helping students recognize 
and deal with racism and sexism. 

• Specific allocation of library and instructional 
material funds for the purchase of supple- 
mentary materials. ' ' . 

• Designation of employees for the develop- 
ment of curriculum and teaching materials. 

SCHOOL PERSONNEL BEHAVIOR 

It Ls through interaction with teachers, counse- 
lors, administrators, and other school staff (bus 
drivers, cafeteria workers, custodial staff) that 
sttidents receive some of the most significant mes- 
sages of th^ir educational experience. From the 
behavior of school personnel, students learn how 
others see them, their abilities and their futures; 
how they will be treated and valued by other 
people and by the larger society. These learnings 
have l)cen termed the "hidden curriculum/' 

Because school personnel have been socialized to 
reflect the biases and .stereotypes Which characterize 
our society, it is important that they become sensi- 
tive to these biases,, their sources, and their effects 
upon students. To assist and support >them in 
developing this awareness and strategics for in- 
corporating it in their job performance, all school 
personnel should be provided with the following 
kinds of trainings- 

• General human relations training concerning 
the concepts of bias and stereotyping and their 
manifestations' in the educational system. 



" Aithnuirh lrifbnf>kn nntl indtrurtionaJ malcri«l* nri* nor covfrred under tjtlci VI or TX, It ii rcpognized thit thoy perporuote inequality on the fattta ol no* 
or MK. Conaidpraiion of thr problem in indtvitfual plana providea an exampla of inrnting the ^'apirit of the law." 
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i.ir.:AT!.^N AND COMPETITIVE 



■ . 1 1 M ■ , I ' ' ; , , ; \: I . ; I ' ; ■ . ' r . ( • ; , . I ! I j > ■ ; " 
will' I 1. ' ! .11.; 'i' I I,, .(I 

lll.lU J Kil > ai ill', I ia • 1 « 

iii-ft ii n).i( II Ml III' I -kill , for ( ( ;iiii^( |. Ji . I 
i^.uciinL^ tlif u>-c fif instr iiiiicMis and 

ihv p.iiiK ip.ition of iniiKtritic- .iiul woiru n 
in t [ic \N nr k f( f ( (• ' [H ( ti .iiMiri" iir('(K 
.lie ul' ii' i»ir .1 in ( >\]\r] [)( ,| 1 1< ,n . , li tliiv 
t ii )n ) 

ASSIGNMENT Of SCHOOLS AND STUDENT 

One of Ii ic iM.tjni limit. itioris (>{ cdiK .itioii.il [)!(>- 
t^iTini^N fni f.K i.il iiml cthiiK miiu)nt\ i^iniip ( luMrcn 
h.i^ \h(]] iIk ii .1^ I'Miniciit f{) \vitli fewer 

rc^oiJK (• ih.iii ^niidillc (l.ivs, suhuih.in ^(liooN. (!.irc 
must he t.ik( 11 rmi to (<jii(|iiiie irief|u.ilitv without 
(.iirfiil .iN^r^^mciit r)f .\\\ leh-wint f.u tors, Arc.is to 
he ex .ihf.itcd .ire the [).itlerns of ,iS"^iLMHuciit of 
stiKlciils .irul vt.iH, .i|lo(.iti()n f»f re^oiiK C"^. .irnl 
;n ( V '-ihililx of • pj^ u h/. 1 1 pi o- r .iiio [oj ill iidcMt^N. 

r\nolh< I ^oiii. (• of di < I iiiiin if ion i - ihf o\ ct t or 
fO\rfl .i-hnmnn! oi ( n( • h n i "cn i< i it ol ma ^("ir- 

«'.ltcd ( \.\ (' ^ or pi ?" I in . ( oil i . hr (ji . Mil ,("( d 

'•r f \j lini<'d fiiMM hMrfifiiMih . (If .(irnre (oiir^cv 
\o(.ition.il (oursCN pi s( liooN ni,!\ he liitiitcd to 
one "-('\. Sex ^ci^rct^ititjii nij\ .iKf) he (ucrth or 
(n\crtl\ ( rn oiii .i^-ed ni ■ i hool vpr ,nv, )n d cNlr.Kiir- 
liMil.ii .n(i\ities, Mtfii.n'h tlu c p'.utu*. jm now 
illc'Ml, tl will iMjniii r Mn ;d< - io!t 'M.-it to i }| n*n 
('\l^t irj</ [)(>li( M s I Til I nof I' , . 

Some of the .n.lioir^ thaf in.iv hf t d ' ti ((, lethh r 
thc^c pr(»l)l(nns arr 

• .\s"-i<Min)eif' ■ i' -.1 - .m ■ * ■! i in ■ ■ ■ ' u d.i ii< c 
with |M.,d^ -,f 11, , ^,,1, ,,f 
r{'s()nf(e. .wut {||, .u ^e^^Ihlllt^ of pro-i^.mi- 
for all student- 

• )pciiiii!: (oiiiM-s ,nid pioin.inis ,||| ^tirdcnt^ 

n*n,n-dlf^s f,f r.itn.-' . l i f In;. -r . ..r, - ■» - ^ 

• I)e\ ell M>"i( , t . . ■ ; . • , 

t<^nr ^ ■.. ■ \ -,. ,;,,;|p. ,^v,. . r ■ 

hoMM . - ,h,,p .iMifve. f,.i 

jiinioi' hii/h .iiid tw n [.I'.'h students. 

• l){'\Tloj)niriit of pioui.uns to cjk om .r-e .tn 
dents to in\rsiij7atc non-tracht ioiial tarrcr 
opporUinitics. 



1 '^\< 

I i . : 



, ip( I ii i\< sports pfo- 
n d( >M;j)ed |() meet 
,''t^ t ( ' ' " ■ ,.d ihd f d.t.i' namailx groups and 
':iih. Miiio!ii\ -noup (hildicii iriay not he cnrour- 
ai'ed to d«'\(lop tlicir poinitial, particularly for 
individu.il s[)orLs. (lirls have not been provided 
tiaiiiin?;, resources, access for farihtirs, crirourage- 
rneiit. oi o[)[)ortunit les for ( onipctitive sports or 
e\<'M pli\si(al fitness. The situaticni for males is 
hke\MS( df^( I irninalorx in that frcqiicritly a*riinjority 
of the athletic funds are alloc atrd to support the 
srii.ill niirnhrr c;ftrri lass than 5 percfnt of the 
ru.de students who 'Vstar" in tram sports. 
Ac ticais tliat may he taken include; 

• I )e\ cdopinrnt c)f polic ies and [iro^.rarns of co 
ecliH atic)nal physical education for elementary 
and secondary students, 

• I)e\elo[)ment of coeducational sports activities 
to the extent tliat individual student interests 
and resources [)ennit. 

• Provision of male and female teaching teams 
for ph\si( jI (dncation courses, 

• Pro\isif)ri (if ecpi.il iic ( c*ss to competitive sports 
for uh N iru ludiiif; ecpral fac ilttie<;, coac hings 
f cpiipinent. anci ollici' relev ant factors. 

• I)f\ clopiiuiif ot proerams to assess and 
hro.idert the interests of hovs and qirls in com- 
[)eliti\e sports to [irovich- activities to meet the 
intcTcsts of students of all racial or ethnic 
'jrf)U[)-^. of either sex, and of'V\erv ahilitv level. 

• ln-(r\i(e tr,unin<'. for physical education 
f.H iilt\^. 



STUDENT POLICIES AND EXTRACURRICULAR 

ACTIVinfiS 



• I ' [ \ 1 
"( )\ ( 
■ Mm 
^ei \ i 



n !i nt services snc If as counseling; and health 
II , ,ind policies co\cTing discipline, student 
ir'tijnenl. student prec; nancies, etc. may be dis- 
niat ir\. Resources for ( cumseling and health 
( rs ni.i\ he less av ailable for schools with high 



ihc-c 



Ml' ' ri^ of racial and ethnic minority youth. 
I ' \ II f > are prc)\'ided, llve\' niav be provided 
o (iU (ill (he basis of race or sex, J^ome of 
Ktif'it 'f p ih.it in.i\ be taken' to correct 

are: 

[n\ c s(iv,iti.c)n of availability of student serv- 
i( es and policies and institution of corrective 
measures. 
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• I)rvrlr)j)niciit of polii irs prohihitint^' r, vohn, 
national origin, <)\ sc\ st'^rci^Micd rxlr.u iir- 
ri( ular a( tivitirv 

• Dr\(*lf)[)nicnl (A politic^ to [)crrnit prci^'n.inl 
^tutlrnts {() rrrTiaiii in s( IhxjK of (liouc. 

• Dr\clo[)nu*n{ of pr)li( irs proliil)i(irur r.u c, (oioi, 
national r)ri^in, or ^rx (jiialifu -ition*^ for lionor^ 
and s( hr)larship^. * 

• The review of tc^tinu: .uul (oun^cliny; rTi,ilr*riaK 
for r'tuv ant^srx l)ia^ and the (•lo[)rncnt ()( 
C:uid<*linc^ fr)r tlir u^r (»f {c^i^ arid in^lrnrnr'nt^. 

• Prr)vi^ir)n of in-^rrv i( r irainni^ to a^^i^t ( r)unsrl- 
intr "^tafT in idcnlifx ii>u' and interpreting r,n(\ 
i()]or, national origin, or sex hi.i^ of in^^ru- 
nienl^ arul tests. 

• Dex elopnient of prf)rediires If) deal with stu- 
dent (hart^es of discrimination. 

M.niv ot^er areas of disr riniination and rorrer- 
ti\e actions itia\ be identified. The ahf)ve are in- 
tended onU as ['eneral sn^u^cstions. Thr* partiriilar 
situation and resources of tlie institiitif>n or a(^enrv 
ran permit rniir h more sprrifrt formulation of 
problems and corrective artinn<5. 

COALS AND OBJECTIVES 

The section on coaK and ohjectises for ari edu- 
catir)nal prot^ram afTirmatisc action plan sum- 
mari/es tfie aclic)ns that are to he taken to correc t 
rderitified sourc es of ' discrimin!itic)n and assit^ns 
specific responsibilit V ancl time lines for cortiple- 
tion of the correcti\e actions. Actions to be carried 
out should be stated in the form of specifir G;oals 
and objectives. 

F,ach [Toal should represent a measirrable, attain- 
able, ancl sifTnificant s^ep toward proxidine; equalitv 
for students. Thev mav he di\idecl into lonu:-ranG;e 
£Toals with intermediate tarc^et e^^als. These c^oals 
are not permanent ; the\ should he periodic all\ 
modined in an c>nG;c>in[j efTort to move toward 
equalitv. 



> 

EVALUATING, MONITORING, AND REPOI^VlNG 

Lfle(ti\e program alfirmative action plaiis art; 
woikui^ clcK urncnts. They re[)rascnt a systcma'tic 
inclhMd of idervtif s in^ sfmnes ul disc rimir^*iticjn, 
\ eloping corTcclise prc>c edurcs, .issi^nincj ijespcjn- 
sil)ilit\ .ind e\alu<itmg elfort.s tcj eliminate dis- 
( rurunalion. The extent to v\hich the plan ;is .sup- 
portecl h\ l)oard mernhers, adniinistr.itor^, st.jfT, 
and students will determuie the' degree ofisucccss 
att.uned. The methods of ilissemin.Uing, rfionitor- 
in^, e\aluatint^, a'/fid modifying; the plan shfould be 
s[)ec ified. 

Althout^h iillimat-e responsihilitx for th^ imple- 
ment. ition of the [)lan remains with the chief ad- 
ministrati\e cjfHcer 'superintendent), it is- wise to 
delegate resf)onsil)ilit\ for nionitorin£^ the plan to 
an ern[)lovee with adequate time for carrying out 
this responsibilit V efTec ti\'ely. l^his person may be 
the same person delec;ated the responsibility (iT^ 
F'qual Kmplovment Officer or it may. easily require 
at least two persons, particularly during the early 
stac:!*"^ ^>f implementation. 

When .1 plan has been developed, briefing ses- 
sions and training sessions should be p(:ovidcd the 
total stafT tc) insure that the plan is understood and 
[)ersonnel ma\ he equipped with the necessary 
-^kills for implementation of the plan. StafT members 
^s-Xhould he involved in implemenlation to the great- 
est extent possible. 

ft is also sugG:ested that ^ Clommittee on Educa- 
tional Protrram Affirmative Action be established. 
This cc)mmittee should include representation of 
StafT, students, ccimmunitv, administration, and the 
school hoard. This committee provicies input for 
both the (le\ elopment of the plan and its evalua- 
'tion. The plan should he carefully evaluated and 
modified e\erv year. 

ProG:ress reports should be prepared at lea.st 
annuallv and disseminated to stafT, students, and 
ccimmunitv. 
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Appendix A 

\ 

Sample Employment Affirmative Action Plan for Local Education Agencies^ 



I. POLIOY STATEMENT 

p. .li< n-K ..f S. Iir...| Difri't 1 li,i\r t r adi 1 1- M) al Iv s-iii-ilit tf, 
ail.iin .1 I "fi' 1 1 1 ion t(iu.i1it\ < <\ r-(n|)li)s<inr't)t ()|)| n >;( ti rn I v 
\\r Ti-i < <iyu\/f tli.it tfiis li.is ti'ii Itfcn attain''<l and thai in- 
'•Jiuitirs ) . .fit I tiur lit cxi-i ll il;r- i r ic ( (i n 1 1 fs of ihf |»asl ar? 
In In- fljtiiHi.ilrcl j)»)Mh\r must l>f takrii I he d.lloVN- 

irii< rni(M' "> "irnt .iliut t.at i\ r .n ti^fi \>\.i\] m uriflr-r lakcn as a 
rti'Miis atlaiiiiiii/ ''(jiiahlv "( ''rf^jth mrnt ' »[)| k ir I u rut v aiul 
(<• »'HMifr I )iMri( I 1 N ( . .ttipli.liii r ;% \ \\\ l\\r \r[lrj and ill'" spirit 
• >f iln- law, 

Hie Kiand.itr [n (U'\rln|) an Krn])|Mvtnrrit Affirrnativ r 
A'tifin I^lan Kri^ins \sit)i tli'- |)'<ili(v stalfiiirrit adnpicd hv 
ihi' B'<^ird "f KdiH alifin. ja'iuarv l'>7^. vvfiifh siatrs that 

( '\ \\c pMh( V (.f SchfH.I Distrnt I shall he tn sflrr t rrn- 
plfiVf'N as ri"'d»*ii .,ti ih'- hasis nf rrii'rit. trainiUK. and 
♦•xpl'r n*n( »• I fifir shall \>r n-t d is( r nnni.il n 'H ai<ainst anv 
.ij)|j|li< anl >>T rnip|(fsf'f* ausr id ra<i', i rcfd^ (olor, 
naljnnal onijui sv\. ot ah,' fxi rpl vshffi it is ruv pssary 
to fncct .1 iiona fide n( * li pat !> iiial rr-(jtiir('in('nt All (on- 
traft«<rs and \*'nd"rs shfill hf rccpnrrdi tn adhrrr" tf) this 
f)(.||if v S*.hM(il Disinrt I shall take all nr( rssary ac tions 
to i(niiiplv s\ith ihc letter and tfu* spirit of State and 
Fr^lrral laws pr<.liihitini< disr nrinrjiat i< ^ri in rrnploynirnt 
I fi|c d<*\ cloptnenl "f this f-.nipli »vriifnt Affirmative Ac tion 
Plan IS Ititlhcr siippnrtcd hs tfu- )>rfp\isifim of the \'J7/)-lf) 
( < illcilt i\ (* liari;ainnn< ayrffincTi f \\ith tlu- Miiito \*allf*v 
I cac l|ifrs Assotialion wliuh rfwpjii'* dcv r|i iprncrit of such a 
plan |)s j.inijar\ I'J/h 

I fit' inlriit i.( this plan is tn rrafhrin this Oisiru t's ( orn- 
iiiiltiK^nl Ifi r(nia! fiiipl<(V(in'iil tij>portnmtv and tn assist in 
the* rr|[inctne*nl and itiiplrnifnlatii in "f pxislini^ poluy hy insur- 
ing tfji.it all rri nni niciit . fii^ini<. trainiiiK. pr< >innti(in . per- 
sonnel tnanagcinenl practices, and ccdleciive bar^ainine; agree-* 
rueriis are struc tured and 'adrriinistered 'in a manner which 
furthers* ecjual CMtifiloyrnent opportunity principles and over- 
c f lines t fie eflcr Is of past d I s( r i n 1 1 n a t inn in mih so< letv We 
rCfM^ril/e lfi.it ecpi.ihts of i tiij)lnvtneiit Mppurtnnitv is a 
retiuiretiient of f c-drraf. State .urid Im al law f'tirther. tfie 
represfiiilation ol iii.des and females of all rat ial and ethnic 



w;rnupN tliroiit'hout all levcds of tlie Distric t's stafT serves an 
fssential ed u* at i< loa! purpose hy pro\idirii< niodrls which 
' ( .in support till- (Irs fdopmcTit of |)ositi\ e self c once|)ts in 
all stiidf'iits 

f he spfi ifn pur|)oses of tfiis Kmplovnient AfTirrnative 
\< tuMi I'lati are 

1 Iri^ffisiire r(]iial opportunity in all personnel policies, 
praMKcs, and colleitive harnaininB; aj^reements throuj^h the 
idr'ritif)( alion and cdiniination of prac tic es or policies that 
disc runin.ite oti the hasis of rac e. reli^i-on. color, national 
orii<in sex or ai<e 

io iri( reasc the utili/atmn of rac ial and ethnu' minori- 
ties and \s orn^'n at all le\ els of ^^crnployrnent where undcr- 
utih/aiii'ii presently exists y' 

^ Io desii^n anci iniplenierlt conlinuLil^ internal assess- 
iric-nt repi^rtinij and rnodifi< ation proc eclures for the evalua- 
tion of the efTectiveness of the plan. 

' 1 1" develop employee trairiint^ programs designed to 
assist emjiloyees m c oni|)|ying with the |)rovislons C)f the plan. 

V In estafilish procedures withirt the grievance process 
for prompt proc essing of indiv idual of group discrimination 
( h.irges 

h I'o provide for the publication and dissemination, 
uitcrnallv and externally, of the Affirmative Action Plan and 
insure its availability to intrrested citizens gro\ips. 

After the approval of this |)lan by the Board of f.ducation, 
ultimate respnnsibilitv for the implementation of this plan 
shall remain with the Superintendent of Schcx)ls. 

II. WORK FORCE UTILIZATION ANALYSIS 

I he determination of underiit ili/ation of an afTected 
class iif employees in School District 1 is fiased on the 
identdn alum of cfiteria \^bieh suggest the availability of 
the I la.ss f)r group in the relevant labor pool. In selecting 
(iitena for determination of underutili/ation of certificated 
teaihmg persniinel. vs e hav e examined the four factors listed 
below. 



% PopuHation in the Stalje 

% Teaching Personnel m State 

% B.A. begrees in Education 
in Sta'i« 

% Studer^t Population in District 16.1 5.6 



fhp hv pxl^ifTii nl "^tiilr hi:iif< Imlcd ri'pri»««'n( a<liiil nnliorint U > 
ulnlmlii* wnh \hi' r-t. i-pl mn .if tlnmr mi |) \. Av^Tf'^ iutifrrTr»l SIjiIc fiRiirrR 
ntt\ pri>vi(l>''l in K.^ti'-'i'l A. \ Im. .il i{i«irMl nli'.iilil ri'vji-w llw^f fimin-* nnti 
make n ii«'i<Tniil>,n if ilu-n- lunif mncc umiN whu !i lirmnn rI rn Ir- rnrrnii rnliU' . 

rOn the bi^sis r^f thr* figures listed above, School District 1* 
is evahhltnig its imderutili/iition of afrerted certificated teach- 



S«x 



Total 
Minoritiess 


Women* 

% 


Men* 

% 


19.1 


51.6 


46.4 


11.3 


66.7 


33.3 


14.7 


74,6 ■ 


25.4 


22.8 


52.5 • 


47.5 



OA _ . . _ 

jllam.ililr )m ■>«ri"<« *l >>« nnl i'i|iinlilv nl (ipp<(rl iinil y. Farlori which nhoiili) br 
KiMT) t!r>'jil i*«il I itri«iiti-rnl inri nrc ltiiiii«' wlm li ,rrlnlr to hnnn fidr job rcquiro' 
rnrnt*. ivi; , p«iHiir«Hioii of I). A. iiri;rrr. nnil Or Irarliind rmlrnliali. ConHidr rn • 
-)inn of <lH<l''iU p'lpiilaiitin iihi>i]1(l lir riindr, pnrllrulnrly in lliotf dintrirlH 
M It I) ]anii> I nnt < nt rn I KitiN m( rnc la I - r I Ihi ic riiinnrtl y pupil I nl iiini. 

ing personnel in accordance with tlir following long term 
^oals : 



Racial-Ethnic Minorities^ 



Black 


Spanish- 
Speaking 


Asian 


, Native 
American 


11.4 


5 2 


' 0.1 


0.4 


9.5 


1.2 


.4 


2 


12.0 


1.8 


.6 


.3 



* Thn> pl.1'1 i« iHti inlcridril .i« .1 r|rfin(tivr tnndrt I)ut tjitlu r a untnplr plan wtmli fiii^r* (pir^Oou^ In l»r ton»«idrrr(i . In all milanrri jl ncedi to he modi- 
fi.-d, r«p.iri.i< d. ,in(\| talt'>rr.J fc.r ll"- l-i. ,t1 «iliinti<in, 
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Bla< k MiJpliiyrrt 

N'at IV r- AfiicTii an o^t)\>\t}\r^'% 

Spanish-Spraking rinploycrs 



0.6% 
12,0% 
.3% 
.2% 



rViiiair rriiployrrs (intludcs minorities) 68.0% 
Maic rinployces ( int ludrs minorities) 32.0% 
In dftrrnnninK undrrutili/ation of afTrcted groups in 
idniinistra4-ivr positions in School District 1, the following 
statistical information has been considered: 



% Ttadhing Ptrsonntl m Diitnct 

% Enroiiad for advanced degrees 
in education (State)> 





Racial-Ethnic 


Minorities 






Sex 


Black 


Spanish- 
Spaakinf 


Asian 


Native 
American 


Total 
Minorities 


Female* 

% 


Male* 

% 


9.5 


1.2 


0.4 


0.2 - 


11.3 


66.7 


33.3 


7 2 


1.2 


6 


.4 


9.4 


»56,7 


43.3 



* Inf iinriMrii in. ^ 

T)>>^<' tt> |M.llirl u ill h^iirr* ,in r m r cil I rrir ci I nf rgi i«l clhiMi m iiin r i ( ir n 

• ii<l IririAltit arc i'> l«ii I titi- till I ixiiti I t>r>>j>iirl KiciK rv|ii>rl^rj l>v Mmrir H.^ 

M Kluiwn. I /..&>. I K.nr. I tnn.Hmml o/ ,Win.>rt/> Cni,iu,Ur StuJmtt nl' 

Ph D. Granting /u/ifuiionj \i sub m(((riri . Arrifnriii (^i>unr>l un Eduraliuri, 



MllifiiiKh Muiiim rrprmrnt 56.7% <if thr pnruilrcl gradualr sludenU in tli« 
firhl i>f nliintKin, ttir'V rccrivrd 3i% ui thr d»r(i>ralci in cduratioD and 
V \' ', ihr >l<ii titialfH Ml ffhiralionai adiniriiatration . 



On ihr liasis «•( ftmircs listed abovr. S('hor)l t)istri(t 1 
has rstafjlishrd the (ollovMwg crUrna for the assessment- of 
underutdi/atKin of (rrtifi(ated administrative prjsilions 
within the District : 



Asian empiiiyres 
Black emplnyecs 
.Vative-AiiMTH an emplovccs 
Spani^h-Speakifij^ ^ cruployeps 



0.6% 

4% 
\ 27c 



Female employees (includes minorities) 
Male employees (includes minorilies) 



30.0% 
70.0% 



* Underutilization of classified staff including instructional 
aides, profe.ssi()nal-trchnical, .secretarial -clerical, foods serv- 
ices, custodial, maintenance^ services, supervisors, and man- 
agers has l)een detennined^on the basis of the composition 
nf the total local labor pool, except as validated job require- 
nirtUs may apply. 



Minorities and Men and Women in the Local Labor Forco 

Racial-Ethnic Minorities 



Sex 



Percentage in the Local Labor Force 



Spanish- 
Black Speaking 
11 1 



Native Total 
Asian American Minorities Women Men 

1 1 14 40.0 60.0 



Long-term employment goals for classified stafT will 
« <irrrsp(infl to thrir rrpresental ion in thr Im al lalxir [jonh 

Underutili/ation in specialized positions; e g.» legal stafT, 
engineers < ouikcIi irs. rt( uill be delermmrd for eai b posi- 



lifin on the l)asis of the representation ni the affected gnnips 
in lh<^ relevant work pools. 

Analysis of the present district Wfjrk fo^^'^S,^(;ields the fol- 
lowing; iitili/ation pattern: 



Summary Table of Work Force Utilization* 
in School District 1 



Job CatDfory 



Certified Teachers ^ 

Elementary 
Secondary 

Instructional Support 

Principals 

Elementary 
Secondary . 

Vice Principals 

Central Administration 







Racial-Ethnic 


Minoritiirs 




. ^1 
. Native 

American 
M F 

% % 




^ Sex 




Black 

M 

% 


F 

% 


Spanish*^ 
Speaking 

M . F ' 
% % 


' Asian 
M 

% 


F 

% 


Total 
Minorities 

% 


Women! 

% 


Ment 

% 


1 

5 


6 
4 


2 

1 1 


2 


1 
1 


— 1 
1 — 


U 
15 


87 
49 


13 
51 




3 


2 






— 1 


6 


, 80 


20 


2 
1 


5 


1 

1 " ^ 








9 

3 


16 

2 


85 
98 


i 


2 


2 1 








8 ^ 


12 


88 


6 


3 


3 ' 1 




'1 




14 


24 


76 



Ijr.llp* ^liMiiM \if {•rrp.irrtl 

t ln> lii<l/-^ miri.tritip* 



.34 

er|c 
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Summary Table of Present Work Force Utilization* 



Jot) Category 



Black 



Racial-Ethnic MtnontiGS 
Astan 



Sex 



Spanish- 
Speaking 
M F 



M 



Native 
American 
M F 

°'o % 



Women* 



Men* 

% 



Teachers 



Elementary 
Set ond^ ry 


1 


6 

•* 1 


2 
1 


1 

2 11 


1 


87 13 
49 51 


instructional Support 


? 


) 


2 




1 


80 20 


Prmcipa.if 
E lemehtary 

Secondary 


2 
1 


*) 1 

1 




1 




16 64 
2 98 


Vico-Principals 


1 


2 2 


1 






12 88 


Central Administration 














Classified Personnel 


h 




1 






24 76 


instructional Aides 


1 


n 2 


4 


3 — 


2 


82 18 


ProfetsionaiTechnicai 


, 6 


4 3 


1 


2 1 1 


1 


40 60 


Secretarial'Ciencai 


1 


. 9 1 


3 


„ 2 


1 


93 7 


Food Service* 


1 


9 


3 


1 


1 


96 4 • 


Custodial 


11 


4 1 


1 




— 


7 93 


Maintenance 


6 


1 


-- 


— -- — 


— 


1 99 


Services 

{Securtfy? Transportatipn and 
Semi sktlted) 


26 


6 2 


1 


— _ 




28 72 


Supervisdrs and Managers ^ 


/ 


1 1 








15 89 


• 1 ■. .1 . , .1. 






.1 ik.. |>i- |,(. 




^ 




Ii\ 1 iViti|»,if ifut iIh ^' lii'iirr s 


< 'n I )ist ric I si .ifiintf 


pattrnis 




• follovvirik,' paltcrn (jf 


uruierutili^at 


lun or present 


\\ nil till * 1 itt r la !■ T iin-a'-iir i 
. 


114 uiulcnilili/ai M>n 


!('M rilx'd 


iinltalaru c 


has hern (Iricrmincd : 


V 






Racial-Ethnic 


Minorities 






Six 


Job Category 
Certificated Positions 


BlacK 
% 


SpeaKing 
% 


Asian 
% 


n 01'ivD 1 ora 1 
American Minorities 
% % 


Women* 

% 


' yMen* 


Teachers 

Etpmentary 
Secondary 


1 




4 .4 
. 2 4 


♦ 7 4 

'7 ^ .1 


t IS 
- 19 


— 19 
f 19 - 


Instructional Support 






-.6 


• 7 6.9 


+ 12 


-12 


Principals , 

Elementary 

Second^ry * t» * 


2 

6 2 


2 
2 


i .4 
i .4 


.4 .4 
4 -6.4 


r 14 


+ 14 
^ ' +28 


9 ^ice Principal^ 


2 2 


fl^ 


-.6 , 


4 -1.4 


18 


+ ii 


^ Central Administration 


1 IB 


\ 2V 


^4 


.4 44.6 ' 


~ 6 


+ 6 


Classified Positions 














* tnstrucflonai 


. 9 


♦ 5 




4 

♦ 1 -1-17 


+ 42 


--42 


Professfonai'Technicai 


J 1 


( 3 


+ 2 


i 1 +5 




V 


Secretarial-Clerical 


I 


4 3 


4 1 


3 


-53 


+53 


Food Services 


U 


\ 2 




— + 1" 


-56 - 


v + 56 


Custodial 


. 6 


\ 1 


-1 


1 r 5 


+ 33 


-33 


Maintenance 


5 




-1 


_1 >• 7 


+ 39 


-39 


Services 


^21 


' 1 2 


^ -*1 


— +22 


-12 


+ 12 


Supervisors »nd Maniglers ^ 


5 ' 




» '-1 


-1 - 7 


-25 


+ 25 



ERIC 



38 



33 



Job Category 



Category 
Salary 



Calogory 
"ala 



Salary 

alegory 
Salary 



Worksheet for WbrT(force Utilization Analysis 



„ . ^ . ... Black Spaniah-Surnamed"' Native American A»ian 

Female Male Female Male Female* Male Female Male 



% N 



N . % N 



% N 



% N 



Female 

* 

N % 



HI. MODIFICATION OF PRESENT PRACTICES 
AND PROCEDURES 

. Rrc ()j<Tli/iut< the ut't'd to iristirr (-(imtahlr adirunistratiori 
iif fXTsnrinfj poluirs, ilic DistrK t vmII institute ai tioris in 
thr fdllnw irig arras 

A. Jol) AualyMs 

A j<*l) analysis ipf all frnplipyrnrnt positions will br ( orri- 
plclrd (Iiirjfm next (> nidnths^ Kadi pnsitidri uill 1m- 

rrvicwrd in terms nl i-xisiiin^ j/il) tl<'s( ript inns, iiiniirnal valid 
jnl) rrqiiirnncnts. t.isks, jnh furu tioris. srleM tmn prot rduros. 
and salary ianK<-s Prrfnrrnanc p rritcria will hv dr\ ehipcd 
for each pi.Mtnpn I lu'sc ( ritrria will br usrd as Kiiidrliiirs 
fnr rvaluatiori. pre HMdt ion . and hiririK 'l/ prrsonMrjj Any 
sourrps of itir(juitv tliat arc ulcntifird wilf he (fprrt^tcd by 
Jainiary 107") 

^ Rf( rnitiiirnt and ^Sfdcc t ion r>f Prrsoiirirl 
Rc( omii/inii tlir ( riti( al' iniportaiu {' of rffiM tisc rec ruit 
nirnt and hiririK pfat tirrs in inipl(*nirntati(pn of thr Distru t s 
Kmploymcnt Affirinativ A( ti(pn Plan, the follow ini< procr- 
diirrs^^^^l be |nllow<Ml 

I All job annoinu fiiie^ts will specify thr nature (pf the 
job. the informatifni nredrd frcpin aljplic ants, the narnr. 
address, telephone niiniljer ipf the einphpyer. and the person 
to [)e (onta<ted for infornlaMoti and apj)li(ation prrxednres 
F'.\erv anntAiiK riiirnt or listing of tbe^ f>osition v^^l inc ludr 
^the sjtatenicrit that the disiric t is an Kcjiial (^ppf)rtiinity Ern- 
pt< >vrr 

J F-lForts will be made to iik rease rerruitment of racial 
ethiiK imiioiitjes and vv"mrn thrfpiisili tlie use •)f iwpn- 
tra<litu>nal voun rs Some of tlie recruitment votirccs that ^\ill 
l>e used arc local iirws media, Km al lommunity ori^ani/aticpiis 
and s«fiiH»ls newspapers, newsletters, and journals w\\\} 
mninritN t'r female andiriues, mninrity and women's or- 
Kam/atH'iis .uid spec i,ih/^d employment prp)i?ratris In addi- 
tion, aniuMiru ernents of all f)ositi(»n oprnini<s will be made 
a\ailal)l»* to all personnel presently employed by thr District 
I" provide oppfirtiinirifs for posificpn nptrradincc 

^ Ref rnitinent from ( oilrt^es aiul iinu ersities will iru ludr 
uist it ut Htris witli hit<h i)ereentai(rs of students of \ arfou^ 
rac lal-etbriK rninnrity i(roui)s Pro< rehires v\ill always in( bidr 
seridini< n«»ti(es to plai emetj^t (pfbc es, niin<»nty affairs nffi-tos. 
mi.noritv student prot^rams rounselin^ centt^rs. and minorit>* 
student or i<ani7at it >ns Interracial rrrruitint? teams will be 
nsrci whrnr\rr possible ^ 

•I All application forms shall collect nnlv that informa- 
tinn duet fiv rrle\ ant to jol) performanc r, and one form 
shall be used f<»r all af)plic ants for sf)e( ified job ( ateejories 

I nfnririalicm requested duruK^ intrrMews shalT be rr- 
latf'd to )«'!) performance Infcprrnation (fillected shall be. 



c'onsistent for all a[)plicants. and no cjuestions shctuld be 
asked of women that are not asked of men 

f). Since the polity of School District 1 f)rohibits the 
cnipldyment of more than one member of a sinxle family, 
this jKihcy shall not be aiJ])lied iriecjuitably against one sex*. 

7 Starting salaries shall be determined c>n the basis of 
specified cjualibc ations and f)lacenient on the appropriate 
salary schedule. Factors such as marital status, number of 
deperidnils, sponsi-'s income, other sources of income, or 
other non-merit lac tcprs shall not be c onsidered in the 
est ablii^limrnl of salaries 

M Rec7,rcls cpf applifants will be maintained" to provide 
a rec cprd of applic ant flow These will be identified l)y race 
and sex ()th<*r records lhat will bo maintained are lists of 
iiulivitluab aud i<roups contacted in the pr^)cess of affirmative 
rec ruitment.- published ntptices oi position openings, lists of 
iMptic e c irc^idation, and relevant correspondence 

*J AJf employees with responsibilities for recruitment, 
hjrinK. or selection ()rcKedures shall l)y Septemljer 1^74 he 
provided training t*p insure their understadimi of the Plan 
and (he recjuired procedures for its implejneritation 

(! Promotion and L'pj(ra<bni< of Personnel 

All individuals responsibh- for (he ev-abiation. uj)grading, 
and jjroniotupn cpf personnel shall c(pmplete a yearly report 
inclic atini< 

I he jjronipption reciprds ^^^ men, women, iyid racial and 
cultural minorities in eac fi (vriployoe 1 lassihc at ion and 
s ' unit 

The iclentific ati<in tpf employees who jjresently hold 
pcpsitioiis lhat iinc|erutili/e their c redcniials and abilities 
The barriers tcp the upi<radini< of these employees and 
rc'i onmH'iiclat ions ftir o\ c'rccprnim,' these f)arriers. 
Such reports vtill be collected, analyzed, and* reviewed^by 

manai^em(-n( , p(plf(v yiakini?^ i<roups. and relev ant emi)loVee 

tjioups 

Kfforts will ipe inacle to identify a career lattice within 
the sv stern which can assist the upi<radimj; of employees and 
(he strenathemiui of team relat ictnvfiips amonn groups of 
einpl'iyees 

I) A';sii<nmrnt of Staff 

All staff assu/nineiits will, be reviewed anji assei^sed on 
a vrarly l^fts'i.s to insure nondiscrimination Particular con> 
sulci atiori will be gi\eri to possible bias in; ■ — * 
the automatic assit(ninent of racial and ethnic minori- 
ties and vvomen to specific schools or jobs- 
the assitjnment of paying and nonpa^uiR extra duty 
assignments. 

the assignment of overtime duties. 

the opportunities to partici[)ate in special events or 
training programs. 



'J6 



30 



» ' .E (-ollrilivr HarKaininn AKrr<M)U'ht% 

,AI) (()llr< live har«airiinK n^rcrmrnH or jiirofrssional agrqc- 
nirnts with the Mrnto Vallrv r<*a« hrrs Assfx lation and (ithor 
^ rmpl<)y<*r groups will he examini'd to hr surr that no prtivi- 
' lions <»f the agrrrrnrnt rrsult in dii( rirninatuin .against a 
proliM l<*d (laSHor gf^'p U diuTifninatory [)r«)v isuim * arr 
idrntiftfd, thrM* jxjrtions of thr^ront ract shall hr oprned for 
negotiations to correct ihc discrimination without reopening 
nrgntiatinn of th<* total agrrrrnrnt In addition, arhitration 
of dis< rirnination grirvanrrs shall 1)r in a< rordanVr uith 
f)rin( ipirs of title VII of thr^Oivil' Rights" Art 

V (rfirvance Profcdurrs ^% 

(Jrievan<e procedures shall be availahlcjto every emplo^rec ; 
grievances relating to this plan may h<r addrr55ed through 
regular administrative [)rr)(edures or procedures specificd/in 
collective bargaining agreements. Dyring the 'handling of 
d4^rimination compl'ainti or grievances, efforts will be made 
t6 inidre the inclusion of racial and ethnic minorities and 
women in' the complaill^t review procesi to insure non- 
discrimination in grievance disposition. 

(] Employee Fringe Benefits 

\ExarninaU'>^ <'f eniployee fringe benefits indicates ;sourCes 
)f (lismriiination Inunediate rnodifir ations will he made in 
poli< les ( one erning 

Hetuement and Irnurart^e Plans • 

• Males' and females shall be eligible for retirement and 
pensicin bene-fits in the sa^iie basis This includes equality 
in retirement age and periodic retirement payments. 

• Benefits tff)r husf)ands and families of female employees 
shall b<* Vf^uiv alent tf) those-availahle to wives and families 
fif male emplfjyees. 

pTfiinancy^nel MaXermty 

• No eraiployer shall be reciiiirfd^ to steip work^al a specified 
time during pregnanc y An individual ' decisifin shall he 
made f>rr the basis of j<tf) requirements, personal preference, 
and medical advisability/ ► ^ 

• Return to work after f^gnai*y shalt be based on fier- 
Sdual fat tors ar^d thr efficient y of *scho(?l operation. 
Nt> retpiiremf^nt shall be tnade which specifies delay of 
return to the classrf)orn as an arbitrary rtjqu^rement. 

• Prrgnaru y^ rnisf arnagrs, abortion, childbirth and recovery 
are. for job-related pur[)?)ses, "temporafy* disabilities" 
Policies rov<*ring tbrse conditions <hall he the same as 
j)oli( ies covering other forms of temporary disability. 
H i-.ayoff, Retail, Discharge, and Demotion 
All policies [)ertaining to layoff^ recall, discharge, and 

demotion shall he examined to insure that no practice creates 
a disj)ar^aie effect on racial or ethnic minorities or women. 
Seniority arul f)iimping provisions w»l! be examined to jnsure 
that they do not perpetui^ past ^discrimination. ' ^ 

rv. GOAlS AND TIMETAB^S 

l-he following goals and timetables have bcen^cst^blished 
after careful rvalua'tion oC the utilization of racial and ethnic 
minorities and ^omen in Di.<rrTrt I's present work force, 
the target goals for affirmative action, and the possible 
sources of discrirnination in present District policies and 
practices. 1 he timetable is baaed on projected nutnbers 
of available job rjprnings; it assumes that the average em- 
ployee <urnovcr rate of the last 3 years will prevail. Im- 



[)lerfientati6n of the Employment Affirmative Action Plan 
will not ^adversely affect current employees. Throughout the 
process of implement atjon ^ 
, I Job openings will not he created by dismissal of any , 
[)resent Employee 
I Jof) oprnmgs will not he treated by demotion of any, 
employee 

V It IS antici[)ated that yndcrutilization of certificated teach- 
ing personnel can be collected in 5 years; underutilization 
of c<irtift(ated administrative personneWcan be corrected in 
8 years; ai>d underutilization of claiiified etnployees bo 
corrected in 6 years. * 

The short-term- goals specified represent meaiurable, 
attainable and significant steps toward affirmative action. It 
is the intent of District 1 to do everything possible to iniurc 
attainment of these goals. 

The major objectives and procedures that have been 
established for the^ implementation of Eynployn^cnt Affirma- 
rtvc Action are: 

A. To demonstrate commitment to the* implerpentation 
e)f ^a^r ElTTploymcnt Affirmative Acflle^ P14n. 
ij^yA, yearly policy statement reaffirming District I'l 

[commitment to ?qual employment practice! will 
I \bc issued by the School Board and the Superinten- 
dent in June of each year. 

2. A public jinnounccment of the policy of the BoAfd 
of Education of School District 1 shall be made 
no later than 1 month after adoption of thii Plan. 

B. To identify and modify discriminatory practice!. 
1. A job 'analysis of all certificated and* claMified 

positions will be completed 6 monthi after thU 
, ' , plan has been accepted by the School Board. 
,2. All applications smd^ selection procedure! will be 
modified to ensure equal employment opportunity 
%y the beginning of the 1974-75 school year. 

3. Any identified salary inequities that exi!t becau!e 
of race or sex will be* corrected by September 

g 1974. Procedures will be dstabliihcd for yearly 
monitoring and review of salary !chedulei. * 

4. Any inequities in ^fringe benefrts that exiit because 
of race or sex shall be contacted by January 1975, 

5. Any inequities in (he promotion of' employeci be- 
cause of sexo will be corrected by 1975-76 school 
year. 

6 Any patterns of staff assignment which !uggcit 
discrimination on the baaiff of race or s^ will be 
corrected by the 1975-76 school year. 

C. To increase School District I's utilization of racial 
arid ethnic minorities and women, the racial^ethnic 
minority staff , and utilization of women and men will 
be inc readied by th^ following number! through District 
hiring practices: / ♦ 



Cirtificitid SUIT 
Tiachiri 



Black 

Spanish-SpMkIng 
Asian 

Native American 

Men (elementary) • 
Women (Becondary) 



1974^75 


1t75-7t 


1t7«*77 


12 


12 


' 12 


8 


8 


8 


2 


2 


2 


I 


' ^ 1 


1 


18 


16 


16 


4 


4 


4 



er|c 



40 



Sptteial Education Teaehers 1974-7S 



Blabk 
^ Spanish-Speaking 
Asian 

Native American 
Men 



librarians 

4....''— • • 

•Black / 
Sparfish-Speakirrg 
•Asian 

Native American 
Men 



Classified 

Paraprbfesstonal and 

Instructional Aides 



Men 



ProfessionaUTejshnicai 



Black 
Women 



Se^retaf'iaUC herical 



Black k 
Men 



Food Services 



Black , 

Spanlsh-Speakfng 



Custodial 



Spanlsh-Spea king 
/Vsiap ' 

_ Na tive . A m e r i ca n 
VVomen 



Maintenance 



Black • 

Spanish-SpeakYng 
Asian 

Native AWierican 
Women ^ 



1974-75 



Services 



Spanish-Speaking 

^slan 

Native American 
Women' ' 



1974-75 



1 974.75 



1974-75 



1 974-75 



1 974-75 



1 974.75 



1975.76 



1 975.76 



r 
1 • 



1374^75' • 1975-7iB 



1 975-76 



1 975.76 

2 

4 . 



m5.76 



1 975-76 



1975-76 



, 1^75-76 



1976-77 



5 
4 

4 



1976-77 r 



.1976-77 

12 

* 1 976.77 



1 976p77 



1 976.77 



1976.77 



1 976.77 



1 976.77 



\'ice Fnacipnis and 

4dmiiiistr4itive Assistants 
High School ' 3 minority 2 women • 

Junior High School ^ ^3 mindrity ' 4 women" 

• / 

Qeniral Adniinjitratipn ' ■ 

Top Management ' • 2 minority 2 women 

Administrative Staff * . 5 rniriorky 8 women ^ 

InslTuciwnal Support Staff' .. * 

' Deans.' Department Hea'ds, i '» 

Counselors, Team Leaders, ^ ^ 

etc.) „ " . J ^'minority 18 women 

Super iisoj6 and Manage fs ' 3l minority 4 women 

E. To provide District \ personnel with, opportunities 
for staff development and the acquisition of com- 
peten'cies needed for career mobility,. A staff" develop- . 
ment program consisting of four components will be 
initiated in District 1 during the 1974-75^ sciiool yearw 
Elenient.s of the program wilMnclude: 

1. Management Development 

--Manageincnt courses will be availabte to certi- 
ficated and classified employees beginning during 
? the. fall of 1974. 

-^A management intern program- to be offered to 
a^ minimum of six persons -will be initiated in" 1974 
for the- purpose of a-wisting minorities and women 
to attain admin is trative and management skills and 
knowledge needed to a(dvance jnto ^•adlministrative 
positions within the District*. 

2. Skills Development , 

Tr aiming programs wlH be designe'd and imple- 
- mented during the 1974-75 school year tt)> assist' 
minorities and women at 'all stafiing levels increase 
^ their skills for upward mobility, 

V After the completion of the job analysis of all 
District positions, the District's needs for speaialized 
competencies and skills will be determined. Train- 
. ing programs designed, to provide minorities «n'd 

* women with these specialized skills will be designed 
and implemented during the 1974-75 scKbol year. 
" 3. f General Human Relations 

, A general human relations prrfgram designed to 
^ » ..T Strengthen positive attitudes' towards all persons 
will be provided all District employees diuring the 
1974-75 scbiool year.' 
4. P</rsonneI Cou-nseiing 
, ' ~ - A counseling program will be developed by the 
^ " . *.iPersoninel Department to assist employees with 
career ' planning, work. associated problems, and 
where appropriate, personal concerns that wouIiS 
aSvS^^st career mobility. 



D. To promote and. hire minorities and women by 1977 
into administrative and supervisory positions and in- 
crease thei^; representation i^ .those groups. 



Principals 

Junior I^igh Scbohl 
High Schq,ol 
Elementary 



1 minowty 
1 n^inority 
3 minority 



\ womasn 
1 woman 
8 women 



V. MONiltOiRING, EVALUAHiNG, ANiD RiEPORTIING 

It is recognized that affirmative action is a continuing 
process which .requires ongoing training^ monitoring and 
evaluation. Within the District, ultimate responsibility for 
the implement at ijpn of the Plan is assigned to the Super- 
ititendent of Schools. The Board of ^Education shall 'be 
provided semi-annual reports of th(< progress of the Plan 
with any necessary fecommendations for modification. 
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An Advisory Ooniniiltff oA Rfinployntent Affirniative Ar- 
lion shall hv appomtrd by thr Supt* rinlt* ndrnl. This r(Vm- 
,m it tee shall require representationof the Boafd of Education, 
srhool adfjiinistraiion, ewpjoyee gr()up.s, rofmiiunity organiza- 
tions, racial and ethnic minorities, ^^and women.' Thii com- 
mitter shall meet at least quarterly to provide assiiftance to 
the Equal Eniployroent Opportunity Officer, in reviewing^ 
progress and preparing recommendations for neCQSiary modi- 
fication of the. 

A School District employee designated as the Equal Em- 
pliiynient Opportunity Officer shall r^'port directly to thr 
Suj>crinte'hdent of Sch6ols. The major duties of this person 
sh'all include: 

1. To inform District, employees of the rrqui^rments of 
the laws as identified by the District's Legal Ck)unsrl 
and the provisions r)f the Rniployriicnt Affirmative 
\ Action P^^n ' .. _ 

2 To assist in iruplementation and the monitoring of 
the established goals and time tables for «ach District 
adrninistrator with hiring, et'aluation and promotion 
"fiut.hority, 

3. To identify in' writing to the Director of Plrrsonnel 
and Superintendent of Schools ahy employment 
, practice r)r policy that is discriminatory or th'at dors 
not meet the rretjuireinents of the Em|^loynient 
Affirmative Action PJan and to recommend specific 
action to correct any such practice or policy. ^ 

4 • To coordinate under the supervision of the Director 
, of , Personnel any investigative and evalifative rfun<:- 

tions of thr Affirniative Action program. ^ 

.'>. .T() assure that complaints and grievances rrgarding 
discriniinatofy employmBjnt practices are investigated 
and processed _accordinSLto policy and "contractual 
retjiiirenienls. ^ 

6 I n prepare for l^e Superintendent and Director of 
Personnel mor\t^ly reports indicating itlentified dis- 
criminat()ry pracfjces, .vir)lation> f»f Disf*ri('t policy, 
the complaints and pr<il)lenis relating to fair eni- 
■ ployment practices, and tht* corrective measures that 
have been undertaken 

7. To ( assiVre that ade(|ijate records are maintained 
which can be used to evaluate the District's progress 

^ in affirmative action. 

8. To make semi-annual repttjr^s with thr Dirrctor of 
Personnel to the Superintencjt'nt and Board of Educa- 
tion' regarding the Employment Affirmative Action 
Program and to recommend necessary changes in the 
program. 

9. To srrye as the District liaison to those govern- 
mental agencie< and offices r^rsponslble for the en- 
forcement of all fair employment laws and regulations. ^ 



10, To assure diisemination of informatio» regarding the 
. district's Affirniative Action Plan to all applicants, 

^ employees, and persons, agfencies, ^pd compainiei 
doing business with ^he District. 

11. To draft for the Supfcrintendoitt'i approval an annual 
I'e vision of the Affirmative Action Program. Each re- 

c tJision shall ^include: 

A status report regarding . goals and objectives 
that have been met and those tl?{at have not Been 
^ achieved', 

Recommended objectives for the coming year. 
Revised implementation- procedures as required. - 
Specifif hiring and placement goals and time- 
tables. 

Plan Evaluation 

The evaluation of the Plan will be the shared responsibility 
of thr Board of Education, the Superintetident, and the 
Advisory "Committee on Employment Affirmative Action, 
rhe procedures for evaluation will include the following: 

1 . The Personnel Department will prepare a Semi-annual 
report for the Equal Employment Officer which in- 
cludes the. following informlition : 

Progres.s made toward goals set for employment^ 
stafT assi^ment, aad staff promotion. 
—The number of minority and women employees 
hired or promoted to administrative or specialized 
positions and /or advanced to higher classifications 
generally. 

A listing of women and minorities who have com- 
. pleted the District's Management Intern Program 
and other management courses. 
A listing of women aird minorities at all levels of 
.\pmploymrnt who have completed training needed 
* It) move iihto positions of increased respon.sibility. 

- The number of employees who have asked for and 
received counseling. ,^ 

2. The Equal Employment Opportunity Officer shall 
prepare semirannual reports including the data "sup- 
plied by thr Personnel Department, other relevant 
informati()n on thr , Affirmative Action Plan and any 
jiecrssary modifications that are needed. 

3. The Superintendent sjiall annually transmit a final 
rrport to the Advisory Committee for review and 
rrcommendations. 

4 A final annual report incorporating the comments 
of thr Advisory C()mmittee shall be transmitted by the 
Superintertdent to the Board, of Education for policy 
drcisions. 
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Appendix B 
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Sample Etiucational ^ograni^ Affirmative Action Plan for Local Ed'ucation Agencies 

POLICY STATEMeV 



The cclurational program of School DistriVt I has tradi- , 
thmally sought to meet the nerds bf every student within 
the piitrirt and provide -equal educational opportunities 
for all. We rerogriize that these goals have not been attained 
and that some groups of students axe denied d^iuality as a 
result of certain educational practices smd policies, school 
personnel behaviors, and the difficulties inherent in meeting 
individualized needs of a diverse student population. 

The following^, Educational frogram Affirmative Action 
Plait acknowledges these past inequities and moves toward 
their lyitematic correction. It ii undertaken ai a positive 
effort to insure District I's compliance with the letter and the 
spirit of laws prohibiting discrimination in student programs- 
and practices. . ' 

The program is supported by the policy statement adopted 
hy the Board nf Education, June 1974: 

The policy of School District 1 shall be to provide edu- 
cational programs for students as needed on'^he basis of 
individual interests, values, abilities and potential. There 
shall be no discrimination against any student because 
of race, color, religion, national origin, sex, or social 
(lass. The primary goals of District I's educational pro- 
grams shall be: 

1. To provide students with the skills necessary to 
live productive lives based on their cultural values, 
preferences, and' life styles. 

2. To provide exiferiences that will assist students in 
the actualijjation of their full measure of human 
potential. 

3. To prepare students for full and active participa- 
tion in a changing, democrAtic society. 

4. To alleviate the limiting effects of racial, ethijic, 
cultural and pcx role stereotypes which exist in 
our society and to facilitate the optimal growth of 
each student in accordance vyith his/l?er iiftiiviclual 
needs, abilities and interests. ^ 

School District 1 shall take all necessary actions to com- 
' ply with thje letter and .the spirit of state and federal 
laws prohibiting discrimination in educational programs. 

The .development of this Educational Program Affirmative 
Action Plan is [urther .supported hy the provisions of the 
1971 7') collective hargaining agreement with the Miiito 

- V'alley Teachers .Association whi( h required development of 
such plan hy January 1975. The Plan also supports the Dis- 
trict's good faith efforts to comply with title VI of the Civir 
Rights Act and title I of the 1972 Education Amendments. 
The schools have reflected and peqietuated many of the 
characteristics of our society and its institutions. It iawc- 
ognixed that educational programs of District 1 have soi) 
times reflected the «tereotyping of students by. racial a., 
ethnic group.s and sex. It is the purpose of this plan ' U 

^provide a strucHire for a.ssrssin.g the ways in which students 
ha\r or may have sufTered di,';criminati('>n on these grounds 
under past poli(?ies hr practices of this School District, to 
develop programs to correct this discrimination, .to specify 
Koah and timetables for the accomplishment of these cor^ 
rectixe [Measures, and to provide .^thictures and processes foB 
the rnnnitorini? anrj, evaluation of thesp programs. 



i'he ultimate goal o(ghis Educational Program Affirmative 
ion Plan is 'to provide an educational program which 
affirnis the value and supports the development of the po- 
tential of every student. The specific goals of the Plan arc: 
1 To identify lourcci 'of discrimination on the basis 6f 
<ft racial or ethnic group or sex irt educational. programs 
and activities. 

^ 2. To take corrective action to insure that no students, 
on the basis of race, coI<^, national origin, or lex, be 

V excluded from participation in, be denied the benefits, 

of, or be subjected to discrimination in any education 
. program or activity. 

3. To identify bias in instructional materials and develop 
programs fol- securing non-raciit, non-iexist materiftli 
and supplementary materials. ' 

4. To identify bias in counseling instruments apd mate- 
rials and develop pro^grams for securing non-racist, 
non-sexist materials Avhich can expand a student's 
understanding of his/her abilities and options. 

To provide training for all school personnel which can 
increase their capability for providing non-stereotyped, 
affirm at i ve e d ue atio n . 

6. To modify the existing curriculum to insure the inclu- 
sion of information on the history and contributions of 
al'l .racial and ethnic groups in U.S. society; and the 
history and contributions of women. 

7. To provide equality of opportunity for all students in 
physical education and competitive sports programs. 

8. To insure that extracurricular activities and recogni- 
tion of student achievement provide equality of op- 
portunity for all students. 

^ To insure that all policies concerning the treatment 
of students are implemented in a non-discri minatory 
fa,shion. 



tl. PROGRAM ANALYSIS ANID MOBUFICATION 



IFICATION \ 

is of the educatio 



The primary purpose of this analysis of the educational 
program provided students in School District 1 is to iden- 
tify areas of discrimination or stereotyping and to initiate 
( or recti ve nieasiires. The following problem areas have been 
identified to date. A continuing activity of the implementa- 
tinn of the Educational Program Affirmative Action Plan 
will he the system at ir analysis of all programs in a continuing 
"tudy of pnssihie sources of bias, 

Textbooks and Instructional Materials 

The bias and .stereotyping of textbooks and instructional 
materials have been well documented in numerous national 
udies The Minto Valley Women's Task Force made a 
ktudy of materials used in tke first three grades in the Dis- 
trict and documented the relative omissions and biased - 
treatment of racial and ethnic minorities and wpmen. Ijila- 
te^^a1s currently being used tend to perpetuate images of 
vvbite. mid dle-c lass <^sub urban ^Dersons living in traditional 
families. 
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In \ icw (if tlic jir('\ aUuh r <( tlj mi.hi ► ' M. in.' 

ttrps win be taken ; 

I. A Ciorrirniltcf I iiNtr U( Imnal .Nt.ilriids " .\-\> \i\> nf 
represent ali\ eg fif t < >iinnuiiit\ L;r"U|»s i t ^■■>t 
rieulwrn spct ialinls. and student^ Im- .»i »; ^>m. t. i! ■>\ 

the Suprr4rTUeiidenl to ex.iiniiu rxistnu; runl' Inn-s iJinl 
re( ornniendations im the srli <ti'Mi (4 iLis im.di rn.itr 
rials and de\ e|..p a sci of < \ alir.ili'> > i*Vii|( !iri'S rr 
(yarding the exannnati* m of l;ia>> in inMi u> t m luai iii.iti- 
-rials. tfl 1h* Oiitrilnilrd tn aM p( rs(iiin<l arid inli ri Tied 
students in Dislri( t I 

J The I risirnc tidiial MalenaS C !• <iiiriiii tor w \\\ vsurk \sitF) 
shiderjts <if Mint»> X'alh \ (!i>llfir(> in (arryrnk' ' nt 'a 
study f)f ihe .iinaii' s of rac ial and ythriu nunnrili' s aiu! 
women in inalcriaN i urn nilv nsi (i in thr Distru t 

'\. The ' Instnw Imnal Materials ( nuirnitiir \\ill }>c.ask'"'l 
III [)repar« a S( t I'f s;)ri ifir ,jl urns for lulnrr ^un Imscs 
of iristnu liona! niateuaU and i nf>if s nf dn'sr s|m r ifi 
catmns sfiall b( transniincd t«> all ( (jrnj>anifN and 
\endors who rondnrl business with the Distrirt 

4 An Hdionr ins)'r\i( e Lralnini^, proijram will he [)ro- 
vided for all iearh< r»> and instrin tional sialF in the 
I)istri( t. This pr<H^rani will piii\idr tra( hers \sith 
r(jnlcnt analysis t((hrm|nes. stipphrrienlnry rnatf-riaN 
res()ur(es. and strategies and activities \\hiih tan hf 
used ill the riassrnoin to reiiiu «• titr cffef ts (^f Itiased 
materia I5. 

') I'wii staff rrK^rnhers «if the ( urrii iiliun iiriit 'aIII hr as- 
iii<ned resf)nnsilnht v for the id<7itifi( atu »n*nf sn[i|»le' 
n)entary twatenaK and' the de/i Mpni(,'nt of trarlilnij 
materials which ran assist tt iihcrs in r« (liif ini^ the 
efTects of liiascd materials 

6 At least one third of th( funds a\ailnl>le for lihrarv 
and instructiiinal materials a( tpiisitiim ndl f)f' alloc ated 
for the purchase of snpfjlenif n tar > nmtfrinU to r(u\\nt' 
race and sex bias. 

School Personnel Behavior 



.1" r il' tail in tlie tiinctabl'* 



.[ -his Plan 



The importanf<* '^f jhc liehavnn <'\ school i>» rsoiun'l to 
the de\|;lnpment^ of stnxhiUs hns bfffi do{ urnf-ntril irj a 
nuiTiber fif national studirs It is ihr(ni'^'h int'-rn t h .ri with 
school personnel teac hers "( {lunsflors. atltTunisf rators\ cafe 



and odier sfnh 



. It ' 
. id--. 



ofri M \< 

M ot\ \h 



tjir l.nvrr Korlftv 
tlii|ioitant thai all 
these i<<;ues To 



tcria uorkcr^. bus rlrivcrs 
•f',\(>asfd t<i a bu'M'-n 
to w ho tlie>* ar( (n* tb' 
become 

B( ( aus(* s( boo] j)r[s« -ni,' 
kno\\int/|y, th<' biasfs ami 
and (oiinuuni(ate tbcRr to <;tui|( iit, 
xtafT of School Oistrif t 1 be( onie 4g^ll ii iv c tt 
»hiu end. School District 1 will: ' • 

1. , Provide a "marulatory 1 J-lioui " liuman relations in- 
service trainint; prf\t?rarn for ;il!, stafT during 1^74 y") 
school year This, will int lurle {f>\rrauf (^f the c»»nrcpts 
of I/ias, stereot vpiiii^, and disf riniination on the ba^"> 
of racial f>r ethnic i<ronp or >?c>\. 4ff 

2. Pro\ icje maridatory traininu; sessi(»ns aimed at increas- 
jri^ spe( iaii/ed skills 'and r onifu'tciu ie<< of teachers, 
counselors, and adnnriist rators that are crucial to non- 
diserirninatory ediieai^fm f hese sessions \vo\dd be in- 
dividualized to fij^e jof) i;(dat(M| tasks of eac h i^roup ; 



Asbip.iiment of Scfiools, Courses, and Student Grouping^ 

I lie a i Miiiieiti I I siudents \(> % arious .st hools in the Dis- 
Mht .inij I'^ur-j- . nenni'N has I'luiialU been rariied oul on 
til' b,iHs < ■! I on \ I nteiK e .uid 1 1 .id ii ion ^f ,asl \ ear Tl thorough 
' . M ; . ,1 r (M .1- 1 -fill 111 jj.il t'-r M ■ ■! <i 1 wlents rev ealed ra( ial 
•-riM'^ SbiiiN ui s( li,;ol assii'uti. lit lia\e already addressed 
tin 1 ('in<' tn< l'\ ifiNunni: inl< L'iaied i (lue«Jtiori in all schools 
Li ss of)\ iiuiN f.iirns of sir r< <ii\juiu: and bias on th'* basis 
of t a< e or sev ar<' nriw benm identihed In elementary 
sr ^lools, aliiln\ I'mupiiiL's ba\e often .resulted^ in the segre^a- 
ii"n of Niiideiits In rate or sex A4 the secondary level, it 
li.jN been obM r\ed that \o( ntional ( onrses and some of the 
id - nued niatbeiiiatit s <nid lantjuatje courses are sirnilarlv 
s'l'M tiatid It Ms the jy..b< \ of Distric t I tfi «iiroviraL;e stu- 
df nrs' individual ( boic c but it is (*(jually iniportant thj^t 
sliicU'/us be eru (i(irat;ed to develop their full potential nnd 
examine all alternativ es a\ ailalile to them. 

rile ffillovvinij measures will be taken to redvice sterco- 
t'. pine arul encourage maximal de\elf»pment and considera,- 
tion (if ftptions for all students: 

I I eai liHu; snjiervisors will [)repare i^uidclines on the 
iisr- of small uro\ip ac ti\ ities in the classroom. These 
**i;iiideliRes will contain snqi^estions on the efTective use 
of t^roupiims in the ( lassrooni and t,he a\'oidance of 
(Ir /m /n^TscLfre^ation in the classroom. They will be 
disf nssed v\ ith eacjg teacher in the District. 
J. .Adniinistrativf staff shall prv]>nro gvjideline.s on th<* 
assiL;rHJient of students to courses and activities. Thesp 
^^ill b<' dis( nssed with all stafT with responsibility for 
student L;vildane*' or placement. 

\ "snrxiv.il" couise \vhi(h cfirnbines livini? skills re- 
Inn d to former home ernnornics c()nrs<'S and ihop and 
ine(liani(s fdiirscs will be de\'e|o[ied for middle school 
l»\e|s This corduf ational course will h^ required for 
all students. ^ 

I All \0(ati(mal education courses will he open to .stu- 
dents r»f both sexes. 

") C !f)unsfdint; staff w ill fie directed to examine overt 
prnctiees which result in race or sex tracking in stU' 
ilrnt prfu^rams 

^1 .X re-e\ aluatifm of Cn rei r Day })rogranis presently 
liel.lvHn die DiMrn t '.\ ill be undertaken" F,fr<irts w ill 
^e n id<r I'l ' in^ '1 1 e the i u \ 1 \ r • tl UMi I of diverse rOb- 
I' ■ d< U trotii tluvi oM .niuiiiv in the pnu;ram. This will 
iiH,lude« repri sentation of \'ari(»ns racial-ethnic prroups 

, ^and \vomen in the skilled trades, senice occupations. 
[nr>fessionnl and teebni< nl occiipational groups. ' 

Physical Education^and Competitive Sports 

Research has do(,j;unentcd an iufreaslng amount of evi- 
(b'lu r regar dintf the ■ imj)ortanre of fpiality physical cduca- 
tion program.s for all age gr<)ups to insure optimal physical 
,ind mental functioning. It has become apparent that many 
of our programs do not provide opportunities for maximal 
pbysl( al de\ ( loj)nient of all students. Further, we have noted 
that many students with a high ^evel ni physical skills '^re 
denied (Opportunities- for competJti\'e ,s[)orts experiences which 
ba\e important self image, eeonomir and achievement out- 
( Oines. 
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The poliries.of School District 1 will ho modified in ^hr 
following wayi: 

1 The physical rducational itaff will be dircftcd to de- 
vrlop a ^>oducationai phytical education curriculum 
for the elementary grades which will insure nptimal 
physical functioning for all students. Efforti will be 
made tp provide instruction by female-male teami pf 

. instructnrs whenever pnssiblc. 

2 AU phyiical education i)roRrams at secondary level will 
lir conducted on a coedu<jl|tional bi^jis. Special sports 
artivitft'S arreL courses will he npen tn members nf-'bnth 
sexes in accordance with student interest%^j» 

A survey of student interest in indivic^al apd team . 
sports shall fee made at the middle schonl and secnnd- 
ary school levels. When there is sufficierrt interest in 
varinus cnmpctitive team spnrts, opportunities will be 
provided tn h(Ah ^\rU and boys fnr instructinn, facili- 
ties, anti cnmpetitive npportUTiity. ^ 
4 Oppnrtunilies for participatinn in- physical education 
an'd spnrts prof^rams raay not Be differentiated by sex. 
This include^ use of fcfacilities, uniforms, cnachin^? staff, 
travrl. etc Equality (»f expenditures between hoys and 
girls spnrts will he prnvided nn a per capita basis of 
the students participating in cnmpetitive spnrts pro- 
grams. „ ^ 

Counseling and Guidance 

Cnunseling services within School District I have been 
prnvided in three primary areas educational counseling, per- 
sonal cnunseling, and career and vocational cnunSeling. 
Numernus instruments fnr educatinnal and psychnlngicakas- 
sessment have been used in carrying out these services. In- 
s^ifficient attentinn hafl^heen given tn the ways that achieve- 
ment, psychnlngical. and vncational interest t«ts reflect 
ctillural biases. In view nf fhe pnssible inequities perpetuated 
by the use'nf such tests and related cnunseling experiences, 
the fnllnwing steps will be tak^n: 

1 The counseling staff wiji he direeted to identify exist- 
ing guidelines fnr the use of tests and iostrument.s and 
develop apprnpriate Juidelinei for School District 1. 
These will be supplied tn test vendnrs. 
2. When nnn-racist, ftnn-sexist tests can he identified. 

they will be used in preference tn biased tests. 
T AH members nf the cQ^inseling staff will be prnvided 
a minimum nf 16 hnurs nf inservice training. ort the 
inteipretation and use nf tests with varied racial arwi 
ethnic minnrities and wnmen. 
4 Kffnrts nf the Kmplnyment Affirmatiye Actinn Plari* 
will he directed tn increasing racial and ethnic minnr- 
ity represent at inn on the cnunseling staff. 

Student Services and Policies ' 

It is recngnjzed that ichnol policies often reflect tradi- 
t)nF)al sterentype«^^ and attitudes that may not be cnnsonant 
wit^i the best interest nf the student. The follnwing, arras 
have already been 'identified a* problem areas ^d cnntlnuing 
rffnrts tn identify nther pnssible snurees ofvbias will be 
undertaken : ; 

1. Student Participation in Community Affairs. 

Dfjring the past few yc^rs nutstanding male studer^ti 



have been pernritted special privileges of partt'cipating in 
a youth leadership development program sponsored by 
local service clubs. The ^ highlight of this activity ii a 
2-week internship in local and state government. It shall 
be the pohcy of School District 1 tn discontinue this par- 
ticipation unless the program is extended to femaljr stu- 
dents. 

2 Student Pregnancy Policies. 

Fbe present policy of School District 1 is tn require 
fjrrgnafft students tn discnntinue schnol or attend Grant 
• Schnnl for pregnant students. This pnlicy will be n'jodrfied 
in that pregnant students will be permitted to attend 
school based nn their individual preferences. They may 
remain in the schnol that they normally attend or uic 
the s^rvic^s nf Grant Schnol. 
i Student Honors and Scholarships. 

School District I has "assisted numerous organizmtioni to ^ 
st lect honors^nd ichnlarship recipients. It has been docu- 
mented that a high proportinn nf these Arc designated 
exclusively fnr male students. It shall be the pjplicy of 
Schonl District 1 tn refuse to participate in such programs 
unless they are npen tn all students. 
4 Differential Disciplinary Action>f. 

I he applicafion nf differential disciplinary policies on 
the basis nf race nr sex has been observed in several ir. 
stances. It is the policy nf Schnnl District 1 that standard 
enfnrcement nf disciplinary policies and prncedures will 
^e applied. To implement this policy the folllowing actinns 
will be taken : 

All schnnl persnnnel will' b« provided with' gUrclfTInes 
indicating the need fnr cnnsistent application of dis- 
ciplinary pnlicies and detailing past sources of in- 
cnnsistency. 

A prncedure fnr receiving student complaints and 
appealing disciplinary declsinns will bo jnintly deter- 
mined by administrative sfaff and student gnvrrnment 
grnups. 

• Prncedures nf the Emplnyment Affirmative Action 
Plan will work toward the greater represent at inn of 
racial and ethnic minnrities and wnmen in adminis- 
trative pnsitinns. 

ttl. GOALS AND TtMET/^BLES 

The follnwing gnals and timetables have been established 
for moving School District Ts educational prngram tnvvard 
true equality nf opportunity and complianfre with State and 
Federal laws prohibiting discrimination in educational pro- 
grams. It is anticipated that specifie sources nf discrimina- 
tion identified to date can be cnrrected by the npening of 
th<^ '1975-76 schnnl year. Continuing prnblems of discrimi- 
natmn that may be identified will be addressed as quickly 
fas possible and included in subsequent mndificatinns of the 
Educational Employment Affirmative Actinn Plan. 

The majnr gnals and objectives that have been established 
for the implement at inn of Educatinnal Affirmative Actinn 
are ; 

A. Tn demnnstrate cnmmitment tn the implementatinn 
nf an Education Program ATfirmative Action Plan. 
I . A yearly policy statement reaffirming Schnol Dis- 
trict Ps commitment to equal education for all 
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students will be issued ,by the School Board and 
tfif Superintf-ndf-nt in June of each year^^ 
2. A public ann<mncrrrirnt of the policy of School 
Board I shall be niade no later than 1 month 
after this plan is approved by the Board of Edu- 
cation. 

B To modify idenlite'd discriminatory practices. Identic ^ 
ficd discriminatory practices in the following areai will 
bf rn})difted: 

Ttxtbooks and Instructionajl Materials 

I. A Committer on InMruction Materials v^ill be 
appointed by Octo|ber 1975. The tunctions of thij 
Committee will be : 

The development of guidelines for examination 
of instructional materials by January 1976. 
m — The initiation of a study of the* images of minori- 

ties and women in rxisting materials to be com- 
pleted by May 1 976. 

The development of a set of specifications for 
future purchases of instructional materials by 
January 1976. 

The review of progress of affirmative action ef- 
f forts related to textbooks and instructional mate- 

1 rials on a semi-annual basis.. 

^ 2 The CiTS^l^ulum Department of School District 1 

will be given the responsibility for: 

Pesign and implementation by May 1976 of an 
4l4voiir in-service training course for alb teachers 
' and instructional staff wh'ich will provide them 
with- awareness, understanding, and action ideas 
for' reducing the effects of biased matrrials. 
The identification of nupplcmentary materials for 
use in the classroom and the development of 
teaching materials which can assist instructional 
staff by May 19|76. 

Provisi<^ns of assistance s( hool librarians and 
instrnctiopal^ staff in the identification pf non- 
. racist, non-sexist supplementary materials Tor 
purchase throughout the 1975 76 school year. 

Assienment of Schools and Student Groupings 

1 Teaching supervisors will prepare gviidr lines on the 
use <^f small group activities in the classroom whifh 
will hp discussed with every teacher by January 
1976 

2 Administrative staff «hall prepare guidelines on the 
assignment t^f students which will be discussed with 
relevant staff by January 1976 

3 Coeducational "survival*^ sources will be developed 
and required for middle school and secondary school 
students as of January 1976. 

\ 4 All vocational education courses, programs or 
schools will be op^n to students of both sexes by 
September 1975 
5 C^ounseling staff will be directed t^ examine dis- 
criminatory practices which may limit (he participa- 
tion of youth in vocational programs by January 
1 976. 



Physical Education and Competitiva Sports 

1. A coeducational phyiical education program will 
A be developed for etitmentary and secondary itu- 

dents by January 1976. 

2. Studcnti will be provided phyiical education in- 
struction by tcdmt of male-female instructor! t;p the 

.4 extent posiible. 

3. A survey of student interest in individual and team 
sports shall be made in middle schools and second- 
ary ichooli by January 1976. 

4 . A compc t iti vc iporti program will be designed 
bdsed on identified student interest which pro- 
vide equality of opportunity to all students by 
September 1976. 

5: A •cvievT of the availability of opportunities for, 
student participation, use of facilities, provision of 
coaching services, and equipment will be made on 
a yearly* basis with the first, report being made to 
the Equal Employment Opportunity Officer and the 
Superintendent by January 1976. Thi« s^^U in- 
clude a comparison of per capita cxpcndituTei for 
males and females with equalization being achieved 
by 1977-78. 

Counseling and Gtiidanci ' 

1. The counseling st^ will develop guidelines for the 
use of tests and instruments which shall be provided 
for test vendors by January 197^. 

2. A 16-hour training program on the use and inter- 
pretation of biased instruments will be designed by 

y/the Counseling department and provided for all 
staff members by May 1976. 

Student Services and Policies 

1 A statrment'of School District 1 outlining its pol- 
i( y of nbncooperation with community groups that 
scriminate on the basis of race or sex shall be de- 
veloped and made available to community groups 
by December 1975. 

A statement of policy indicating the rights of preg^ 
nant students to remain in their present school or 
p attend Grant School shall be developed and cir- ^ 

Ciliated^ to all administrative staff by November 
* 1975. 

3 A policy on schools' assistance in the selection of 
students for honors or scholarships specified by race 
or sex will be developed and nji^de available to all 
individuals and groups with requests for such as- 
sistance by January 1 976. 

4. A set of guidelines of uniform disciplinary policies 
an^* student grievance procedures will be developed 
by January 1976. 

IV. MONITORING. EVALWTING, AND REPORTING 
OF THE PLAN 

Education program affirmative action is an ongoing proc- 
ess which requires continuous monitoring, evaluating, and 
modifying if it is to have eflfective results. Within the Dis- 
trict. iiHimate responsibility for the implementation of the 
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Plan ii assigned to the Superintendent of Schools. The Board 
of Education ihaJl be provided ^emi-annual reports of the 
progress of the Plan with recomrriendationi for any necei- 
sary modification. 

An Advisory Committee on 5:ducational Program Affirma- 
^^^l^^^^io" shall be named. This committee shall require 
rcpPhentation of the Board of Education, schoof administra- 
tion, curriculum -supervisors, racial and ethnic minority 
groups, women, teachers, students. This committee shall 
meet at leasf quarterly to provide assistance to the Equal 
Education ^Officer in reviewing progress and preparing rec- 
omme«da/ions for necessary' modificatwjra of the Plan. 

A school district employrc^wtf^ia^^ as Equal Education 
Officer shalWeport to ^ht^Equal Employment Opportunity 
Officer. Thii)XMition i/envisioned as a temporary position; 
responsibilities w^uLd/ultimately be assumed by the Equal 
Employment Opportunity Officer. The responsibilities of 
thii position shall include: 

1. To inform District employees and itudents of the law 
as specified ^by Federal and State- regulations for en- 
forrcmertt of anti-discrimination lawi, the District's 
Lcg^l Counsel, and the provision of the Educational 
Program Affirmative Action Plan. 

2. To assist in the implementation and monitoring of the' 
goaLs and timetables established in the Plan; and to 
insure the continuing identification and elimination of 
other possible sources of discrimination or stereotyping." 

3. To identify in writing to the Equal Employment Op- 
portunity Officer any policy or practice covering the 
treatment of students or delivery of educational serv- 
ice! that does not meet the requirements of the Edu- 
cational Program Affirmative Action Plan and to rec- 
ommend specific actions to correct luch practices. This 
report will be submitted to the Superintendent of 
Schools. 

4. To coordinate under the supervision of the Equal^ Em- 
ployment Opportunity Officer and the Director of 
'Curriculum the investigative and evaluative functions 
of the Plan. 

I'o make, with the Equal Employment Opportunity 
Officer and Director of CurriculuiTK .semi-annual re- 
ports to the Superintrndrnts of Schools and Board of 
Kduration regarding the impleiTientation Of the Edu- 



cational Program Affirmative Action Plan and to rec- 
ommend neceisary changes in the program. 

6. To assure dissemination of information regarding the 
District's Plan and its progress^ to all students, com- 
munity groups, employees, and perions, agencies and 
companies^ doing business with the District. 

7. To draft for the Equal Employment QpROrtunity Offi- 
cer'i approval an annual revision of the Educational 
Prograrri Affirmative Action Plan. The revisions shall 
include: 

Recommended objectivei for the coming year. 
Revisecf^ implementation procedures as required. 
-Specific actions that .should be undertaken. 

Plan Evaluation 

The evaluation of the Educational Program Affirmative 
Action Plan will be the shared responsibility of the Board of 
Education, the Superintendent, and the Advisory Committee 
on Educational Prpgram Affirmative Action. The prqccdurcs 
frir evaluation shall include the following: 

1. Thr collection of data from relevant departments. Each 
department with responsibilities assigned by the Equal 
Education Officer shall prepare a semi-annual report 
for the Equal Educatidn Officer which includes the 
following : 

• An assessment of progress made toward fulfillment 
of aisigned responsibilities, , 

♦ A listing of rrmaining problems, 

2, The Equal Education Officer shall prepare a com- 
posite report on the materials;'<JlilAined and other rele- 
vant data for the Equal ^ipJoyment Officer, This 
report shall include recomT^cnJb for future action 
and general ob.scrvations onm progress of the Plan, 

3, The Equal Employment Opportunity Officer shall pre- 
pare a final report for submission to the Superintendent 
of Schools, 

4. The Superinttftdent of Schools ,»;hali| transmit a final 
ref)ort to thr Advisory Committee on Educational Pro- 
gram Affirmative Action for review and recommenda- 
tions. 

.V A final report incorp(jrating the comments of thr Ad- 
visory Committee shall be transmitted by the Superin- 
tendent to the Board of Education for policy drcisions. 
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Appendix C 

Employer's Checkl/ist on Equal Employment Opportunity 



Effective Personnel management is a comple?^ and critical 
task for employers. The enactment of State and Federal anti- 
dinrrimination laws has created the need for n^w procedures 
and practices to insure cqual^ employment opf^brtunity. The 
following rhccklisl is drsij^ncd to assist admi/nistrators and 
personnel nvanagers in considering the ade<||uacy of their 
present employment practices and procedure!/ in relation to 
equal employment opportunities. 



GENERAL EMP|LOYMENT POLICY 



A. Policy Statements 



Yes No 



1 Has ihc Board of Education or Trustees 
considered the need to insure elqual em- 
pltiymcm opportunity and developed a 
statement to that effect? 

2. Have the employment policy (ilatcments 
been reviewed to insure complijancc with 
State and Frderal laws? i 

'^ Are copies of the policy printed | and made 
availahh^ on request? I 

4 Have KAiidelines or regulatior\s been devel- 
oped ff>r internal staff to insure implemen- 
tation of equal employment (>pportunity 
policies? 

Have responsibilities for the impljementation 
'of EEO policies been delegatecj to appro- 
priate staff persons? 

6 Have copies of these policies be)en dissemi- 
nated to staff and discussed? 

7. Have copies of the policies^ been dissemi- 
nated to public groups with intprest in the 
school system ? 

II. PERSONNEL POLICIES 

A. Recruitment and Selection 

I . Have written procedures for nondiscrimina- 
tory recruitment and selection been pre- 
pared ? 

2 Are all persons with responsibilities for 
recruitment and select!%i familiar with 
Uaese procedures? 

:V Have efforts been made to identify and 
maintain contact with non traditional re- 
cruitment sources that would assist in the 
identification of minority grOupl and 
women? 

4 Do recruiting methods (eg,, composition 
of recruiting and interviewing staffs use 
of -media for announcements, etc.) reflect 
active- efforts to recruit minorities and 
women? 

•) / Do .recruitment announrcmentvS contain the 
phrase that the employer is an equal op- 
portunity employer and use graphics that 
reflect the diversity of staff? 



Yes Nd' 



8. 



10. 



Have application forms been reviewed to 
insure the elimination of discriminatory 
questions? 

Have guidelines for personnel fnterviewi 
been prepared to insure nondiicriminttory 
questions and have staff members been 
briefed on the rationale for these guide- 
lines? 

Have criteria for the review of applications 
to insure objective ratings of applicants in 
terms of the performance standards for the 
job been prepared and dissemirtated to 
staff? 

Kan applicant flow record which provides 
documentation of applications, disposition 
of applicants and the reasons for the dis- 
position actions maintained? 
Are files maintained of potential appli- 
cants and effective recruiting sources? 



B. Promotion and Training 

1 . Have job descriptions been developed on 
the basis of performance criteria? 

2. Has a plan for horizontal and vertical ca- 
reer development been formulated? 

3. Is regular in-service training and staff de- 
veloprnjcnt opportunity provided for em- 
ployees ?VJ 

4. Do employees have opportunities for ca- 
reer counseling? 

5. Are records of an employec*s performance 
and training maintained? 

6. Have criteria and procedures for employee 
evaluation been developed? 

7. Have seniority policies been reviewed to 
identify and eliminate provisions which 
discriminalc against minority employees 
and women? 

8. Has a review of promotion procedures and 
records been made to identify and eliminate 
sources of discrimination against minority 
employees and women? 

C. Compensation and Fringe Benefits 

1 . Has an analysis of compensation been ma^de 
to insure that all positions requiring equal- 
ity of skill, effort^ or responsibility under 
similar working conditions are paid 
equally ? 

2. Has a review of the average salaries of 
minority employees and women been con- 
ducted to insure equal pay for equal work? . 

3. Has a review of the patterns of special com- 
pensation (<i g., in extra duty pay, ovcr^ 
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tirne pay, rtt.) been iiiadr \o inSurp fair- 
r^ess to all indivuluaU and ^groups of 
employers ? 

4 Are insurance *plans fhealth, life, and 
travrl ) and brnrfi<s prf>v idrd fpr all rm> 
ployecs equal and non-disrriminatory ^ 

5 Are maternity leave policfes handled in the 
sajnc manner as^ those applying to dtfier 
fr/rrns of temporary (Jisabilities ? 

f) Are retirement benefits for male ^nd female 
emplrjyees equal (equal l)enefit5 and e(^ual 
{ ontributions) 

7 Are opp(jrtunities for trainme; and travel 
•provided to emplnyees on an rqnal basis?. 

t> AdrTiinistratif)n and Grievances 

1 Has a review of employee assignments 
been conducted to insure n(Jndisrrimina- 
t{)ry assignment nf sta/T? 

2 Do employees have adeqjjaie structures 
and procedures for the articulatinn and 
rif)n{ illation grievances ? 

3. Do prrs(;nnel with responsibility for admin- 
istration and grievance handling reflect a 
diverfity of racial-ethnic and sexual com- 
position of the staiT? 

4. Arc records of grievance handling main- 
tained and are periodic reviews made to in- 
sure nondiscriminatory handling of griev- 

* alnces? 

5 Are summary reports of applicant flow, 
staff assignn^ent, promotion, grievance 
handling, and training programs made to 
chief administrative stafT and school gov 
ernance on a regular basis? 

6 Has a siafT meniber been designated as 
Kqual F.mployinent Opportunity Offir er 
whn reviews, coordinates, and develops 
programs to insure compliance with the 
law and the monitoring of the agency/ 
institution to insure non-discrimination in 
administration of school pnliries and prr>- 
grams ? 



Ill, EMPLOYMENT AFFIRMATIVE ACTION PLANS 

1. Has an affirm at ive act ion plan for the 
identification and remediation of discrimi- 
natory practices and policies in employment 
been developed? 

2. Does the affirmative actinn plan include 
« -'^^.liSPs op statement of policy, work frjrce 

utilization analysis, examination of present 
policies and practices, numerical goals and 
timetables, and procedures for monitoring. 
J evaluating, and updating? 



Yes Nc 



:3 Does the work force utilization analysis in- 
clu(Jc analysis of the work force by salary, 
by unit, by race, by sex, and Jby race and 
sex (to determine utilization of minority 
females) ? 

4 Have appropriate staff been designated for 
,the implementation of the -Employment 
AffirTTial?ve Action Plan-' 

V Have all staff with rejvponiibilities for inter- 
viewing, hiring, and evaluating emplnyeci 
been provided information and guidance 
as to their responsibilities for equal employ- 
ment opportunities? 

f) Are copies of the affirmative action Bjan 
made available to all employees and inter- 
ested citizens? 

7 HavX^prncedures been made for citizen 
review frf'the plan and do these procedures 
include representation of ethnic and cul- 
tural minorities and wnmen? 

H Have procedures for regular updating of 
the plan been included? 

IV. COLLECTIVE BARGAINING AGREEMENTS 

1 Have cnllective bargaining agreements 
been reviewed to insure the elimination 
of discriminatory provisions? 

2 Are rates of compensation equal within job 
categories? (e.g., male and female coaches) 

'V Dn seniority an/d humping provisions re- 
sult in a disparate effect on minorities and 
women? 

4 Are maternity leave clauses consistent with 
leave benefits provided fnr nthcr tempo- 
rary disabilities? 

't,'" Do retirement benefits provide for* uniform 
retireiTient age and equal benefits for males 
and females ? 

6 Do insurance benefits (hospital and life) 
provide unifnrm benefits for male and ' 
female staff, and for the families of male 
and female staiT? 

Do grievance procedures include specifica- 
linn' of methods for fair investigation and 
redress of grievances based on sex nr race 
discrimination? 

Does the contract cnntain a clause per- 
mitting the modification of a pnrtion thai 
may be determined illegal without the, re- 
opening nf total contract negotiations? 
Dnes the contract specify that arbitration 
of discrimination grievances shalil be in ac- 
cordance with Title VH principles? 



Yes No 
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Appendix D 

Guidelines for Evaluating an Employment Affirmative Action Plan 



1 Don thr AffiriTiativIr Action Plan contain ihr following 
five major elrriicntst 

• A statrrnrnt of policy and purpose 

• A work for(r ulili/.ation analysis 

• Pr(K cdures for rxarninatif)n and rno(]if^( aticm of cur- 
<rrit p()lici«'s and '^praoiiccs 

• A "jrction establishing riumrrical goaU and time* 
lablrs \ >x 

• Specification of ^\onnn^[n^ an*d evaluation proce- 
(iurcs 

'2 Dors the pn!i( y and f)urpi)SP plrmcnt inc lude thr follow- 
ing spif't ifications : 

• A statrnirnt of grneraj intent 

• A sprcificatioji of objrc.tivcs which provide a frame- 
work f(tr undrrstanchng the i)lan 

• RrlrrrrKPs to rclrvant policies i)rpviously established 
by the ageru y nr instituthxn 

• A designatinn of ultimate" r<>s[)onsibility/accountabil- 
ity for nnplemrntation of \hc f)lan 

y Does the Work force utilization analysis element include 
the following statistical aiuji demographic jdata: 

• A listing of each jo() classification (including super- 
visory and fTianagerial jf)bs ) as it appears in appli- 
cable (ollrc live bargaining agreements or payroll 
records 

• A ranking of positions from the lowest paid t'l the 
highest paid vMthin each unit or department, In- 
cluding supervisors of vmits or departments 

• Wage rates or salary ranges for each job classifica* 
tion 

• Total numbers c»f incumbents for each job classifica- 
tion by sex 

• Total nurrlbers of incumbents for each jf)b classifica- 
tion by sex and wiinority status for each of fovir 
categories 

Blacks 
^ Spanish-Svirnamed 
Native- Americans 

— Asians 

• (Iriteri^i f<>r determining the npresentation of af- 
fected classes in thr uork force which wOuld signify 
adequate utilization of these groups These would 
be based on : . ^ 

Delineation of valid job related requirements 
Statistical infc»rmation f»n the availability of 
members rff afTected groups with relevant skills' 
(the relevant potential labor pool) 
Information regarding the [)romotion and trans- 
fer eligibilitv niul availability of present staff 
Considerali<m of emplnyer capability to pro- 
vide training resources for sta;fT dev elf^[)ment 

- . Statistical information op applicant flow c^r t.he 

percentages of qualified job applif ants from 
affected classes 

4 Does the'elfrnent concerning modification r>f i)resent pro- 
cedures and practices establish such systeruatif processes 



for identifying and eliminating major sources of bias and 
discrimination as: • 

• A job analysis to establish 

Consistency of job description! acrosi all orgar 

nizatiorral uniu or departments 

Realistic performance criteria for job evaluation 

• A review of recruitment and selection procedures to 
develop 

Rosters of recruitment sources particularly rep- 
resentative of qualified rhinorities and women 
Affirmative and nondiscriminatory notices and 
advertiiing of employment o|Sportunitic8 
— Recording systems adequate to permit idcnti* 
fication of discriminatory practices or policici 
and evaluation of progress toward equal employ- 
ment opportunity * 

Application fonris which rec[uire only informa- 
tion related to job performance and are con- 
sistent for all positions within a job category 
Guidelines -for personnel interviews to insure 
that all questions asked are relevant to job- 
related information and that no questions are 
asked of members of one racial or ethnic group 
or sex which are not asked of all applicants 
A salary schedule which is consiitont with 
comparable job classifications 
Nepotism policies which do not discriminate on 
the basis of sex 

Modifications of any i)rovisions of the collective 
bargaining agreement which may be inconsist* 
ent with , these revised procedures 

• An examination of hiring procedures and the pro- 
vision for: 

The review' of applications, referrals, handling 
of applications, and hiring patterns of a person 
with a central responsibility for affirmative ac- 
tion 

The recording of failures to hire persons in the 
affected group and the documentation of rea- 
sons for such failures in order to document good 
faith intent 

• A review and modification of promotion and up- 
grading i)ractices and policies based upon:. 

The i)rornc)tion records of men, women, and 
nunorities of both sexes in each employee classi- 
fication and unit 

The identification of employees who hold posi- 
tions that underulilize their abilities or creden- 
tials 

The identification of barriers to the upgrading 
of women and minority employees and specifi- 
cation of steps to overcome these barriers 
The development of career latices facilitating 
vertical and lateral movement of employees 

• Kxamination of the assignments of staff and the 
revision of policy or practice to ensure: 

Equity in assignment to all organizational units 
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—Equity in the aisignment of paying and nonpay- 
ing extra duty 

- Equity in a^iignmcnt of overtime duties 

- Equity in acceis to ipeclal eventi and training 
programj 

• Renegotiation of any provisioni of collective bargain- 
ing agreement! which _are found to be inconsiitent 
with EEO policy. -Tneie mignt include proviiions 
relating to: 

—Seniority and bumping 
— Promotion 
' --Hiring 

— Rates of compeniation 

• The development of grievance procedure! to insure 
ju!t handling of complaints related to the Plan, in- 
cluding tho!e relating to hiring, promotion, and 
training. 

• A review of fringe benefit packages to ensure the 
provision of equal benefits to all employees. This 
include^ equity in the following benefits: 

- Medical 

- Hoipital 

- Accident and life ialurance 

- Retirement (cont^utions and periodic pay- 
men ti ) 

—Leave 

• The^ development of pregnancy and maternity poli- 
cies which require that: 

—Time to cease work or return to work muit be 
determined on an individual basis 

— Pregnancy, miscarriages, abortion, childbirth, 
and recovery are, for job-related purposes, "trm^ 
porary disabilities" and are to be treated /s 
other temporary disabilities / 

—The child rearing leave which is availably to 
females ii also available to males / 

• The review of layoff, recall, discharge, and demotion 
policies to ensure that: 



Standards are the same for all employees 
I Seniority or bumping provisioni which per- 
petuate discrimination are identified and modi- 
fied 

Do the ijumcrical goals and timetables of the plan re- 
flpct the following: ^ 

• Accurate analpi^f work force utilization 

• Timetableju.<fevclop/»d from projected turnover rates 
and empl()yment neftds 

• Uti^atioj3k*considered by unit and departments ai 
weir as for the total work force of an employer 

• I.(mg range utilization goals 

• Intermediate annual targets 

• CJoals which are measurable, attainable, and related 
to 'specific timetables 

Does the monitoring and evaluation clerrimt include 
specifications which insure the following: 

• Designation of responsible persons with sufficient au- 
thority to implement the plans and procedures for 
monitoring, evaluating, and reporting 

• The development and communication of clear guide- 
lines for staff responsible for recruiting, hiring, inter- 
viewing, etc., and provisions fQjf training these staff 
members of the implications of these guidelines for 
their job performance 

• Maintenance of applicant flow records which identify 
the employment decision-maker and provide signifi- 
cant data concerning the applicant and disposition 
of the application 

• Development of procedures for semi-annual progress 
reports and yearly review of the Plan. 

Yearly modification of Plan to reflect progress 
achieved, and new problems identified 
Provisions are made for dissemination of prog[- 
ress reports and evaluations to policy makers, all 
employees and interested members or groups of 
the community 
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Appendix E . 
Guidelines for Evaluating an Educational Program Affirmative Action Plan 



Program affirrnativr a( tion rnay br defined as action taken, 
first, to identify and remedy sources of discrimination in 
school programs, and second, to develop policies and pro- 
redurrs for the [)rrvention <jf su( H discrimination in school 
progranis 

I. Does the Program Affirmative Action Plan include the 
follow i rig maj.or elements: 

• A Htatcrnent of policy and puq^oses 

• S})e( ifi( ation of procedures and for analysis and mod- 
ifi( ation of educational programs 

• A statement goals and objectivrs which include 
limrlines for their achieverirent 

• Dclinration (J evaluating, rrmnitoring, and reporting 
f)rocrdures 

2 Dori ihe p«ili<y Hlatcment outline the following; 

• The nf>ruiisrrirrunal(jry intent of the district or in- 
stitution with references to earlier relevant policy 
a( tions 

• A statement of piiri>f)ses and objectives which can 
summarize and f)rovicle a frame of reference for 

' considering the Plan 
1 Dfjes the section (tn e<Iu<ation program analysis and mod- 
ific atmn in( lude consideration of the following possible 
soiir( < s nf tlis( riminalion or steref<typing 

• Kxisten(e of bias in textlxxiks and instructional ma- 
terials 

• Refle* tion of ra< ial nr sex role bias or stereotypes in 
the behavifir of s< ho<jl [)ersonnel ( 

• Svstrmatif ine(|uitv In the as5ic;nment of students, 
staff, (ir s[)e( lal resources Xo parti( ular schools rather 
than all s( hrtols ^ 

• Kxisten( e nf sex segregation in siu h coursevas mathe- 
f't'^atiis, s(ien(f. V(>(ational education, or iii extra- 
f tirrn ular a( tivities. or classroom c;roupings 

• In< (jMities in aIln(ations nf resniirces, facilities, equip- 
ment, time, and number nf a(ti\,ittes in physical edu- 
(^Ifin and < om[)etitive^ sf)f^rts 

me(piities in student services or practices such as 
ff>iinselin^ an<! trstine anrl health services 



• Inequities in student policies concerning discipline, 
student government, student pregnanciei, etc. 

• Inequity in participation in extra-curricular activi- 
ties, honors societies, scholarship f)r()grami, etc. 

4 Do the goals, time lines, and statements of objcctivci 
inc lude the following: 

• Specific corrective action to eliminate identified 
sources of discrimination 

• Specific statements of - objectives, goals, and time 
lines by which the implemenfation of corrective ac- 
tions may be evaluated 

• Specific intermediate target ^als, and long range 
goals which are measurable and attainable 

• Specific time lines which are realistic and attainable 
for achieving corrective actions 

5 Do the evaluating, monitoring, and reporting procedures 
reflect the following : 

• Appointment of a Committee on Educational Pro- 
gram Affirmative Act^ion 

• Designation of responsible persons with authority to 
implement the plans and procedures for monitoring, 
evaluating, and reporting progress 

• Requirements and timeliness for the development 
and communication of guidelines to staff responsible 
for, identifying, implc^menting, monitoring, and eval- 
uating corrective actions and the provision of train- 
ing for all ^ch staff regarding the implications of 

"th^)lan for their job performanot ^ , 

• Reqmrements for the maintenance' of records whicJi* / 
identify the pr()gram decision -makers and significant 

data concerning the correcting actions and the de- 
grees of progress in achieving corrective actions 

• Specific ations nf, procedures for semi-annual progress 
reports atid yearly reviews of the Flan, with prOvi- f 
sions for: 

Yearly modificatl.on of the Plan to reflect the 
progrc/ss achieved and new sources of discrimi- 
^ natioT^ identified* 

Disseminatiofi of progre^i, reports and evalua- 
tions to all interested stan't students, and com- 
munity members 
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Appendix F 

Office of Federal Contract C!^mpliance Regional Offices 



Boston Rrgional Office 

Asiociatc A^siiiani Regional Director OFCC/ESA 

U.S. Department of Labor 

JFK Bldg., Room 161 2-C 

Government Center 

Boiton, Klasiachuseits 02203 

Telephone: 617/223-4232 

New York Regional Office 

Aisociate Assistant Regional Director, OFCC/ESA 
U.S. Department of Labor 
1515 Broadway- Room 3306 
New York, New York 10036 
Telephone: 212/971-5563 

Philadelphia Regional Office, 

Associate Assistant Regional Director, OFCC/ESA 

U.S. Department of Labor 

Cateway Building- Jloom 15434 

3535 Market Street 

Philadelphia, Pennsylvania 19104 

Telephone: 215/597-1213/16 - 

Atlanta Region Office ^ 

Associate Assistant Regional Dirortor, OFCC/ESA 

U S Departmc^nt of Labor 

1371 Pearhtre<- St.. NE- Room 720 

Atlanta, (Ivnrpa. 30309 ' 

Telephone: 404/5216-4211 

Chicago J^rgional Office 

Associate A.ssist/nt Rr^lpnal Director, OFCC/ESA 
' U S. Department of Labor 
854 Everett M. Dirksch RIdg * 
219 South Dearborn Street 
Chicago, rilinois 60604 ^ 
'IViephone: 312/35*3-7622 

Cleveland AVea. Office 

Equal Opportunity Sporiali?^. OFCC 

U S Department of Labor 

Federal Building 
\2¥) Kas\ .N/inth- Street 
Cleveland, Ohio 44199 
Telephone: 216/522-3882 



Dallasj Regional Office 

A^VK ikte Assisiarjt Rrt^ional Direr tor, ()FOT./E 
US Ijli'part/nent of Labor 
Il''f' (\nrTirTier( e Street Room 13-f-l(2 



•jrcrtor, OI'CC/ESA 
1^0 



VESA 



FOB & U.S. Court House 
Dallas, Texas 75202 
Telephone: 214/749-1 134 

Kansas City Regional Office 
Associate AHsistani Regional I 
U.S. Department of Labi>p ;| 
Federal Office Bldg Room ^ 
91 1 Walnut Street 
Kan.sas City, Missouri 64106 
Telephone: 816/374-5384 . 



Denver Regional Office 

Associate Assistant Regional Direct(jr. OF6c/ESA 
15412 Federal Office Building 
19f)l Stout Street . , 

Denver, Colorado 80202 
Telephone: 303/937-4978 

San Franci.sro Regional Offi(^* 

Associate Assistant Regional Director, OFCC/E,SA 
U S Dejrartmcnt of Labor 
Federal Building Rof)m 10341 
45() Colden Gate Avenue 
San Franciscfj, California 94102 
Telephone: 415/556-3597 

Francis(() AroA Office 
rlk^ual ( )pporlujii<V Sfiecialist, OFCC 
iVS. Dpt^^TTTrierii of Labor 
Fh>bfn Building Rf)f)m 409 
7f)f) Market Street %\ 
San Fran( isco, California 94102 
Irlephonr: 415/556-6017 

Los Angeles Area Office 
(•".qual Ofifiortunlty Specialist, OFCC 
I' S Department of Labor 
Federal Building Room 4345 
North Los Angoles Stree 
l.os Ani?eles, California 90012^ 
IVIephotie: LM 'i/668-496 1 

Seattle Regional Office 

A^SM( iate Assistant Regional Director, OFCC/ESA 
U S Department of Labor 
I ') 1 1 Stiiwh-Tower 

Se( ond .\\ enue ^ 
Sraftir \Va<.hirmU)n 98104 
reIr[>honr 2()b/442-4508 
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Appenaix G ^ 



|qual Employment Opportunity Commission Regional Offices 



OFFICES 



ATI.ANTA RKOIONAI. OFFICK 
('iti/rns Trust Buildirn? 
' Suitr I no 

I') Piecliunnt Avcnur, N E 
Atlanta. Oorma ^^^'WS 
(4(H) r.>6-60<>! 

CMICAOO RKMONAI, OFMCF 

Sftuih Mifhii?an Ave, Rm 611 
('hiraK*>. Illinois f)f)f)()') 

en 2) 'm.\'i7\ • 

I)\LI.\S RKCroNAI. X)FFICF 
I 100 ( Mirinirrrr St . Rm ')A 4 
■ Dallas. >Ka5 7V.>02 
' < }\ \) 749 1841 

KANSXS ( I IY rtKf;i()NAL OFFICE 
f>0| K l/th St . Rm fn 
Kansa'i C iiv. Ml^s^>llrl 64 I Of) 
' <MI6i '^74 :»7Bt 

N^'.VV YORK RF.filO.VAl. OFFICE ^ 
Frdfral OfTi< c BuiMirii; 

Rn<.rn 4000 ^ 

Frdrral Pla/a 
Nru York. Ncvs York 10007 
CM 2) 264-^640 

^\\\.\\n.\V\\\\ RKC.IONM. OFFICE 
JH^ JffT<'M(>n Buildini? 

MO Chi'-tniit Strrpt 
, PhOafh Iphia. PrnnwKania 1910^ * 
'LT)' 'j07-7784 

SAN FRANCISCO RF(;IQNAI. OFFICE 
/iOn MonlMnrinrv St. Suilr 740 
San Fran^istn California 94104 
f4r)J '>56-0775 



STATES 

Maii.'tfp.i ( .uial /' III I lniuia C Irorgia ^ KcnliK kv, Nnrth 
(l.irohna Mississippi, South ( -al*<^ina. Tenncs&cc 



[!)irn.i$ Indiana, Mirhit^an, Minnesota, Ohio, Wiscj^nsin 



Arkansas Louisiana. Svw Moxicn, Oklahnma, Texas 



ij/i. Nf'f)ra^ka 



( t.nn^'f tirut, Mairif. Ma.ssarTijusrtts, New Hampshire, New 
Jrrsev, NV\% York. Pucrlo Rilfi. Rhode Island, Vermont * 



Drlawarr. DistrKt of CnhiriibiV Maryland^B^^*»TisyUiaiua^ 
Virginia, West Virginia \ .--^^"^ 



Alaska. Ari/nna. California, Colnrado, Cua?h/Hawai, Idaho, 
Mrtritana. Nev ada NorOi IHknta, - Oregorj, Samoa, South 
Dakota, Utah, Wake Island, Washington, -Wyoming 
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Appeii|(lix H 

,Offic§ fW Civil. Rights; H.E.W. Regionar Qlfices 



Rcc|iirsts' f(jr addltfnnal, ii:^{nrrnationo ret^ardin^ thr PPE-Wt 
rj\ il. rights ( otiipliaru r prottrani ma. 1>(' c!im i n-cT Im the OfFico 
f<jf Cnil Ri^ht^ U ashlll^^. .n, I)(. or tn the* Rc^iunal 
( )fFi( (• „s<'i \ ijiM vour^Siatc. 



DMfAC Rr/;i()N:\L OFFICES FOR 

♦ CP-x iL Ruan s 

Rcfipon ~ I ( ■«Trin<'( tu ut. Mainr, Ma^^iac husttts, 
, , Hanipshj^rr. Rhodr Island. Vermont) : 

RJS4^ Crnrral Buildin^^:^ ' , 
^ Bulhnth Placcl 

, ' BnsQ(»n. Nta.ssa{-husctts'n2l^l4 ^ * 

• (617) 22'i-6397 



New 



Regioji 1 1 



Region "ill 



"Region IV 



Region^ V 



1 ^Vu .krsry, New ^■(»rk, E^H'rto Rico, Vir- 
gin Islands) : , 7 
26 Federal Plaza. ' ^ 

NVu VnVk. Neu York 10007 
"2l!2) 264.>I633 ' ' ' , 

arc. D.Q. ^ \f a**yland . PcnnsyKania^ 

A'trginta. West Virginia) : 

^►(/atcvsay JBuifdinK 

■ Uuh and Market Streets' 
Post Offirr B(vx 137 1 6 
Philadelphia, ^PennsNflvania 1910-1 
(215)' 597,-677^ ' ' 

■ Alal)ama. F|,(ir-ida, Georgia. Kentucky, Mis- 
^siv^ppi. North Ciarolina, South Carolina, 
"'rennessec) : 

Seventh Street, N.E. 

'Atlanta, Qeorgia 30323 
'(404) .526-3312 ' ' , 



Mllinois. Indiana 
Ohio, .Wisconsin ) : 
309 West Jackson Boulevard 



Minne.s&ta, Michigart, 



, • 'Chicago, Illinpis 60606 

> ' ^ H 2) -^53-7742 

Region VI ^Xrkansas, I-jOuisiana, New Mexico 
hunia. "Kexas) : 
1114 CotTimerce Street 
Dallas, /I'exas 75202 
f2l4) 749^3301 

Region VII Iowa. Kansas, Missouri, Nebraska): 
Federal Building ' 
.601 Fast 12th Street ' 
„ K^nsa^ C^ity. Missoiiri 64106 
I 816) 3-74-3667 * 



Region VIII Ct.lorado. Montana, Nrtrth Dakota, South 
Dakota, Ctah. Wyoming) : ^ 
» . Federal Buildihg 

^' 1961 Stout*3treet i 

» • Denver. C^iloVacl© 80202 

(303) 837-4345 « ^ ^ 

^Region IX f .\ri/nna. California, Hawaii^ Nevada): 
Phelan Building ' 
* 760 Market Street 

San Francisco. California 9410J(^ 
'41.5) 556-8586 ^ ^ / 

Region X" '(Ala^^ka, Idaho. Oregon, Washington)^ 
608 Arcade Bidg. M/S 616 
»1 '.^21 Second Avenue 
Seattle, Washington 98101 
r206) 442^0473 



U S * DEPARTMENT OF ' 
HEALTH. EDUCATION, AND WELFARE 
Office for C:ivil Rights 
Washingboit. D.C. 2020f (202) 245-7320 



Appendix f ^ 
mentarv-^condarv Staff lnforniation'(EE6-5) 




fQUAL EMPLOYMENT OPFORTUNITY\:OMMIS$l6i(l> 

ElBMENTARY-SgCONOARY STAFF INFORMATION (iEEO-5) 

Public \chool $/5>ornj (Schooli and Ano^ei} 



PORM A*»P«OVID my OAO 



TWi» i» o lOtnt rtquJr«>n«nt of fh«_ EEOC ond 
0»fK« tor Civil Right* ond fh« Notlonol. C9j\fr 
fof Edocotion SllotiXici of fh« D«porlm«nt 
of H«otth Educotion. ond Wvlfor* 




V 



thif it^rm miv be nbtwnetf fr»»m yoijf ttmrut lupcrinrfnilf nr 



TYPE OF REPORT [ J INDJVldlJAl SCHOOL □ AN^EX 



SEND COMPLETED COP'fS Of TwiS fQRM -TO YOUR DlSTtlCT 
5UPERINTEND6NT FOR TRANIMittal TO WASH-INCtON |Y THE 
MUNG DEADirNE 



PART I idENTIFICATION 



A. TYPE OF AGiNCY WHICH OPEtATiS THE REPORTING SCHOOL SYSTEM OR S^THOOL 



□ lorni PublTc S<hool 5v»t»m 
O Sp«c«ol or R*gionol Ag*nc' 



□ S*o*m EduCotion Ag^ficy 



1. 


SCHOOL SYSTEM 1DENTIFICATJ0N'(SK|P IF SAME AS LAIEL) 






NAMC 


r 








SIR££T AND NO QR POST OfFlCE BOX 


CITY TOWI^ 


COUNTY 


STATE 


l\f 


C. SCHOOL INFORMATION 






1 IDENTMEICATION 






NAME ' 


STREET AND NO OR POST OFFICE BOX 


CITY TOWN 


COUNTY 


STATE 


ZIP 


2 GRADES OFFf RID (PLACE A'N "X" UNpER EACH GRApft^FFERED IN THIS ^ 


tHOOL) 


i 


□ □ □ n'^' D □ □□ D D^' 


It 12 Ungrod*d 

□ on 


Spvciol 

Educotlon .t. 
□ 


OCTOBER 1ST 
ENROLLMENT 


'■ s. 3 INFORMATION ABOUT PRINCIPAL (CHECK AS APPROPRIATE)" 




IS A PRINf.lPAl ASf>r,N€D fO IHlS SCHOO(|t^ □ YES □ NCT 

, ' \ ' 


SEX 






IF YES Q RJU riME □ PART TIME v 


□ MAlE 


□ FEAAAlF 




If Fun TiVf DOES TME PRINCIPAL 
HAVf A If ACHING ASSIGNMENT' 


/ 


RACE/ETHNIC IDENTITY {CHECK ONE) 

(NOT OF (NOT OF^ 

HISPANIC „ HISPANIC „^ ,^ 
□ white ORIGIN) Q,0LACK ORIGIN) . Q HISPANIC 


, ' □ VES 


a NO ' 


ASIAN OR AMERICAN 
n PACIFIC n 'NOIAN OR 
^ ISLANDER '-' AlASKAN NATIVE 














EEOC '•^>»W 1 t6eB ^»tVtOU5 EDITIONS 
/ APf OOSOlCTf 


HlW-Oma FOt OVE tlOHTS-ltl COfV 




MGE ) 



5ft 
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PAWJ II. iUM STAnSTICS AS Of . 
SCHOm NAMU 



.6* IF 



DO NOT INClUOe ElECTED/APPOlNTEO QfflCIAlS (SfE DE/INITJON IN APPENDIX) 
, SCMOOt ID J. . * ^ 



< . ACTrviTY I 

1 ASSIGNMENT > 

ClASSJFlCATION \ 



OVEKAU 
TOTAlS 

(SUM OF 
COl 



trttvn. M«M«tn 



STAff TOTALS 



AAALF 



^ -- * 

r f ; 



-TO 



4S? 



FEAAALE 



2 PrlnciyaU 



i: 



FUU TIME STAFF 



<05 



K 



AitittMi PrkKl 



-i 



AtiltlMl PrifKi- 



rw«i TMciMrt 



4- 



> St— ^Ty €|«ii- 
rMHi TaMwJb 



vliiMi Staff 



CtMttltanti t Iwfvr- 



! 12 OrtMT Prtlt»- 



1# iMdwf AWvi 



14 TMiMkMIl 



* ralarto) Stvfl 



I 16 S«vk«W«Hi«M 



17 SklMCrwfH" 



la 

19 TOTAL f1 lit 



B. PART-TIME STAFF 



?? TOTAI (W-Jll 



3S CkttrMtn TncKtn 



C. NEW HIRJES WW^y^OjTlTVf 



"T " 



?8 TOtAl (33 J7) 



4- 



I 



CEKYlflCATIOM: I certify that »h» JoformaHon giv»n in »hl$ report Hi carr«c1 and f/u» to b««f of my krfowlvdg* and waa pr«'. 
par«d Iff accordant* with accompanying {nttnjctloo*. Willfully lait* •tatvmvnf* an thit rtport ar« punithabi* by Idw U S. Cod» 
Titl» Ml, S«ctton TOOT * - . ... 



>ud* A/»o Cod* 



6iB '"fViOUS fplTlONS 
A Hi OASOlfTf 



HfW-OfFia FOR aVlL RIGHTS -t^lU COPY 



57 



Appendix J 
EEOC Corn plaint Form 



COMPLAINT OF DISCRIMINATION 
IN THE FEDERAL GOVERNMENT 

BECAUSE OF RACE, COLOR, RELIGION, tEX. OR NATIONAL 6rIGIN 

« tPlfA<f Type at Pnni' 



(FOR AGENCY USB) 



r WHAT 1^ VOUR 'COMPL AiNf NT'Sl FULL NAME' 

>«UR ST^EfT aDOH« , OR RO NUMB En 3R PcAt OFFICE BOxNUMBERi 

0 



T wPSat iSvOuR teIeph6ne number 

INCLUDING AREA CODE IF YOU 
K NO W If 



VOUR C I T V 



STATE 



mO vIEkPHONE 



WORK P HONE: 



I. wh»ch federal office d'o you believe Discriminated 

AGAINST YOu' 'P'rpore « nitpnislit cnmplninl titrm tat •mch 
0//11 «• .Win h ffn) brl)»v» nminulvd nftiinnt you ) 



A,. N AMF C>F 
AI>AINST 



Sf Fir E W M 



:m you believe D'Sl rimjn ate d* 



H, STREfT ADDRESS OF OF FiCt 



Zip code 



G. NAME ANtJ •'i'''. E OF f*tnSON(S> VOIJ 0 f;. ( t V E DlSCRIMh 
NATEO AGA.N'iT yOU iI Mtt, )<n.,kv; 



4. ARE YOU NOW WOfJKINO FOR THE FEDERAL GOVERNMENT* 
YES (ANSWER A, B. C AND D SELOW.) 
I NO (CONTINUE WITH QUESTION 5 ) 



A. NAME OF AGENCY WHERE YOU WORK 



STREJET ADDftESS OF YOUR AGENCY 



D. WHAT IS THt TITLE AND GRADE OF YOUR JOB' 



S. D*TF ON WMf'.nMOST 
RE <■ FN T ALL tot O 
Disc, HIMiN A T lOhj TOOK 
PLACE 



CHEf K BELaw WHY YOU BELIEVE YOU WERE DISCRIMINATED AGAINST. B E C AJJ^ OF YOUR 

[ ] RACE IF Show your race . . . 

LJ COLOR IF so SHOW YOUR COLOR _ ^ . . „, 

r ] RE L IGION I F ^,0 SHOW YOU R REUIGION . _ _ - - -. _ 

[^] NATIONAL ORtuiN IF SO Show your national origin _ ^ 

[j St " tF so STATE YOUR SEX* . _ . .1 



7 f xF'i aiN mow Y'JiJ RFi. |^VE YOU WERE OtSfl^lMiNATED AGAINST tTREATED DIFFERENTLY FROM OTHER EMPLOYEES 

APMliTANTS R.F<^. AJ'jF of YOUR RACE, r:OLOR. RELIGION, SEX. OR-N ATlONAL OR1G1N. / Vou mttv t'onltnum vour •n«u-*f «jn onothtr 
nh^n ''I n«p«'# 1/ r4>ti itonti n^orf• »pn, r 1 



, I HAVE DISCUSSED MY COMPLAtNT WITH AN E 0*J A L EMPLOYMENT 
, OPPORTUNITY COUNSELOR 1 /-nj rt, , (ton « 1. » 



YE^ 



0 {b\ NAME OF COUNSELOR 



9. WHAT cORR|rTivr action arf <ou seeking » 



'0. D* TE OF T HIS COMPc AIN T 

MO>^ '■m r ■ * ' I • F A I 



It. SIGN YOUR rOM PL * IN A NT' Si NAME KERE 



SEE REVERSE SIDE OF EORM FOR INSTRUCTIOIV^. 



CSC FORM 894 

OeCEMOCR 1*72 



ERIC 
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KI.AD ( ARKMiLLY ♦ 
* 

rius tortn %lujuld be used mily il vdu. js jn applicitnf for Icdcral employ men I or a Federal employee. (Inrtk you 
have been dmrimmalcd agauui because ol race, color, religron sex. or national (uipni hy a FFDhRAL agency 
and liave presented the matter tor informal resolution lo an Lcjlial Fmpioymcnt Oppf>rt unity Counselor within 
30 calendar days of 1|if dale the incident occurred or. »t a personnel jction. within U) calendar days ol its eflective 
date 

Your compUiiit must be Iried w,iihin I S valendai days ol the dale o| yoi^ linu) interview with the Fqual F.mploy 
rncril Opportunity Counselor II the matter has nol been resolved lo your salistatlion within 21 calendar days of » 
your hrst mtorview with the Fqual LmploviTionl Opportumly Counselor and the final c(»unseling interview has 
nol been completed within that tune. yoi/h*ave a rigig to lile a complaint iit any lime Uiereallcr up to 15 days 
after the final interview 

These tune hinils may be <>xiended il you show that you were not noliticd of the time limits arid were nol 
otherwise awarf ol ihem. or Ihji you were prcvenlc<l by circumstances beyond your control from submitting ^ 
ihc matter within the lime limits, or for other reasons considered sufficient by the agency. 

Jf you need'help in the preparation of your complaint, you may contact the Equal t)nploymenl Opporlumty 
Officer or the Equal Employment Opportunny Counselor at the office where the alleged discnmination oc- 
curred, or you may secure help from a representative of your choice. 

f * < . 

Your wniien complaint should be filed by you or by your designated representative with ihcBqual Employ, 
mem Opportunity Officer where the alleged discriminaiion occurred, the head of the field installation, the 
agency's Director of EEO. Federal Woniicn's Program CoordiniJior. or other such officials as the agency may 
designafi: for that purpose 



You may have a representative ot your own choi)sing at dll stages of the piocffSsTrlg of your tfom plain t ' 

You Willi hdve jn opportunity to tdlk with jn investigator and give him jll the facts which you believe show 
disc run mat ion The investigator will not be under the jurisdict»on of the Iread of that part of the agency in which 
the dlle^cd discrimination took place 

AJter the invcsligulion ol your complaint has becrv completed, you will be grvcn a copy ot the- investigative fUe 
and an attempt will be iVi^de by the agency to adjust the matter 

ll your complaint is not adjusted satisfactorily. y<»u will be given an opportunity lo request a hearing, which will 
be conducted by an nideperidcni Complaints Fxammcr certified l>y the Civii^crvice Commission. The hearing will 
be held i^l a convenient tirnc and place At the hearing, you may present witnesses and other evidence m your 
hfhulf • u * 

The linal decision (in writing) will be niad^^j^y the head of the agency or his designee It a heaiing was held on your 
complaint, the head of ihc agency oi his designee will review the dccisiun recommended By the Complaints Fx 
aminef betorc making a linal decision, and he will lurnufi you with a transcript oljhe hearing, a copy of the lind- 
iiijjjs. analysis, and re(^.tmtn ended decision of the Complaints Fxaminei. and the agency's decision letter. 

^l yiiu are iitit s.iy?iied with the final agency decision, you have right to appeal that decision within 15 
calendar dAys Mi icc?ipi lo thc iioard of Appeals andvkeview of the U.S Civil Service Commission.' Washington.. 
L) ( ' 204l5yryou may hie a civil act^n in an appropriate Federal District Court within iO days of receipt of the 
ageiuy's dyfision 1 1 you' elect to file an appeal with the Commissi^on. you may ^tilt lile a civil i^ction in a Federal 
Districl Opuit within U) days of the CommLwion's decision it you arc dissatisfied with the decision 



i a Fede 

( 

I aglA*-3 



I ni.jv lile a i ivil ad ion in an appropriate Federal District C<Hirt if you have not received a final ag^Kcy 

IKO day-, ol filing v<iui comptdini with tl^' aganev or' it you have not iccejved a final Commission 
l^hHi IKO ddvs of lihiig ytior dpj)edl with the Commission's Board ol Appeals diid Review 

IM I ASF nil* our tllF OTHl R SIDF OF FMIS SliFlT 
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